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ABSTRACT 
This is the report of a study designed to understand the perceptions of the manager-healer in the 
workplace and perceptions of peers about a manager who is also a traditional healer in the 
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workplace. There is an absence of empirical research on African traditional ancestral leadership 
as well as an effective governance framework for managing workplace managers who are also 
ancestral spiritual leaders. A selection of traditional leaders, non-healers and peers was 
purposefully recruited to participate in the study. The study was conducted with participants from 
both government and private sector, within financial and communications industries. Data 
gathered from the participants were analysed through the hermeneutic phenomenological 
approach to identify characteristics, behaviours, and work environments of spiritual leaders. The 
findings incorporate the concepts of meaning, purpose, workplace relations, communications, 
community, and integrity presented within the theoretical foundation of traditional, spiritual and 
ancestral leadership analysed for this study. The findings are exciting for modern workplace 
leadership and go well beyond the concepts in the theory. The main findings are that people with 
an ancestral calling in the workplace are unnoticed. Those in leadership positions are perceived 
to be different without judgement. To be more reflective of reality, the theory was expanded to 
emphasize the other-orientation of traditional spiritual ancestral leaders. The expanded theory 
and the enriched concepts within it have benefit to business leaders, spiritual leaders and 
practitioners, and future researchers interested in exploring the practice and study of traditional 
spiritual ancestral leadership in the modern day workplace. The study proposes a governance 
model for workplace organisations to apply in managing and supporting the manager-healer in 
the workplace. This tool may be useful to conduct initial measures of relevant policies, 
governance structures and support for the environment of traditional spiritual ancestral leaders 
as managers in the workplace. 
 
Ena ke tlaleho ea boithuto bo reretsoeng ho utloisisa maikutlo a molaoli-ea folisang mosebetsing 
le maikutlo a lithaka mabapi le mookameli eo e leng ngaka ea setso mosebetsing. Ha ho na 
lipatlisiso tse matla mabapi le boetapele ba baholo-holo ba setso sa Afrika hammoho le moralo 
o sebetsang oa taolo bakeng sa ho laola batsamaisi ba libaka le bao e leng baetapele ba moea ba 
baholo-holo. Khetho ea baetapele ba setso, bao e seng balateli le lithaka ka morero oa ho bokelloa 
ho nka karolo lithutong. Phuputso e entsoe le barupeluoa ba tsoang 'musong le mekhatlong ea 
batho ba ikemetseng, kahare ho lichelete le likhokahanyo tsa puisano. Boitsebiso bo 
bokelletsoeng ho tsoa ho bankakarolo bo ile ba hlahlojoa ka mokhoa oa hermeneutic 
phenomenological oa ho khetholla litšobotsi, boits'oaro le libaka tsa mosebetsi tsa baetapele ba 
moea. Liphumano li kenyelletsa moelelo oa moelelo, sepheo, likamano tsa batho mosebetsing, 
puisano, sechaba, le bots'epehi bo hlahisitsoeng kahare ho motheo oa motheo oa boetapele ba 
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setso, ba moea le ba baholo-holo bo hlahlobiloeng thutong ena. Se fumanoeng se khahla 
moetapele oa sejoale-joale oa sebaka sa mosebetsi mme o tsoela pele ntle le mehopolo khopolo. 
Liphetho tse ka sehloohong ke hore batho ba nang le pitso ea baholo-holo mosebetsing ha ba 
hlokomeloe. Ba maemong a boetapele ba bonoa ba fapane ntle le kahlolo. Ho bonahatsa 'nete ea 
nnete, mohopolo o ile oa eketsoa ho totobatsa boitsoaro bo bong ba baetapele ba moea ba setso. 
Khopolo-taba e atolositsoeng le likhopolo tse matlafalitsoeng ka har'a eona li na le molemo ho 
baetapele ba likhoebo, baetapele ba moea le litsebi, le bafuputsi ba kamoso ba ratang ho hlahloba 
moetlo le ho ithuta moetapele oa setso sa bo-ntate-moholo mehleng ea kajeno ea mosebetsi. 
Boithuto bona bo fana ka mohlala oa puso bakeng sa mekhatlo ea mosebetsing ho etsa kopo ea 
ho laola le ho ts'ehetsa mookameli sebakeng sa mosebetsi. Sesebelisoa sena se ka ba molemo ho 
tsamaisa mehato ea pele ea maano a amehang, mebuso ea tsamaiso le tšehetso bakeng sa tikoloho 
ea baetapele ba baholo ba moea joalo ka batsamaisi mosebetsing. 
 
Key Words: sangoma, ancestral calling, manager-healer, ancestral spiritual leadership, 
traditional healer, workplace spirituality. 
 
 
 
 
 
CHAPTER 1: INTRODUCTION 
1.1 Introduction 
  
The guidelines of Chapter 2 of the Employment Equity (Act 55 of 1998) in South Africa, 
on the prohibition of unfair discrimination, states that no person may unfairly discriminate, 
directly or indirectly against an employee in any employment policy or practice, on one or 
more grounds including race, gender, pregnancy, marital status, family responsibility, 
ethnics or social origin, belief, colour religion, Human Immunodeficiency Virus (HIV) 
6 
 
 
status, conscience, political opinion, culture, language and birth (South Africa, 1998). The 
questions on how organisations effectively achieve an understanding and create an 
awareness of the diversity of religions; and how various religions are integrated and 
managed in the workplace, has not been answered adequately (Petchsang & Duchon, 2012).  
The reality is that in the continent of Africa, including in the country of South Africa, 
interacting with a traditional healer in the workplace is not uncommon; hence should not 
be perceived as irregular workplace practice. Traditional healers who are employees and/or 
managers must be recognized, understood and managed accordingly, especially if 
organisations are to achieve success with their business strategy, goals and people 
management objectives (Zanemvula, 2015). The question of how work professionals and 
managers who are also traditional or other healers in their community, find normality in 
their spiritual journey and within their professional lives, arises in modern workspaces. In 
determining the views of employees, particularly the relationships between themselves and 
a manager or leader who is a traditional healer, this study seeks to understand the impact 
of ancestral leadership upon employees within the workplace. This research provides 
insight and enlightenment on ancestral leadership in the workplace, with the aim of 
investigating its impact on workplace relations.  
Religions based on ancestral worship, especially ancestral callings, are a reality in modern 
African societies (Robbins & Dewar, 2011). Traditional healing, worship and practices 
have infiltrated the workplace through members of society who are also part of an active 
economic system (Bordas, 2012; Motsoaledi & Cilliers, 2012). Through aligned strategies, 
policies and supporting regulatory frameworks, diverse religious practices may be 
integrated into organisational culture where tolerance, sensitivity and transformation 
becomes a reality of the workplace (Kelly, Jackson & Henare, 2014). Transformational 
leaders can enhance a sense of awareness and understanding of diverse spiritual practices 
in the workplace, including those of traditional healers, such as the South African sangomas 
(ancestral-medicine women/men), who may also be workplace practitioners, professionals 
and/or managers (Bezy, 2011). 
Professionals in the formal sectors of the economy who are also traditional healers can find 
themselves challenged to adapt and find a healthy balance between their work role and their 
societal spiritual role; specifically in how they cope with the stigma, perceptions and belief 
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systems that surround ancestral practices and ancestral work in general (Bezy, 2011). The 
challenge in the workplace environment is that governance is exercised through rules, policies 
and procedures that are often not inclusive of the uncommon cultural spiritual elements that are 
practiced and accepted in our African societies (Nxumalo, Alaba, Harris Cherich & Goudge, 
2011), especially those of traditional ancestral worship. The Traditional Practitioner (Act 22 of 
2007) provides statutory governance on the management of traditional healers in South Africa. 
It provides for a regulatory framework that ensures the efficacy, safety and quality of traditional 
health care services; as well as provides for the management and control over the registration, 
training and conduct of practitioners, students and specified categories of traditional health 
practitioners in the country (South Africa, 2007). 
 
1.2 Motivation for the study 
 
Diverse religious practices are one of the driving forces influencing change within 
workplaces (Motsoaledi & Cilliers, 2012). One of these forces is the prevalence of 
workplace leaders or managers who are called to officiate as societal and spiritual 
traditional leaders because they have accepted the ancestral calling to become healers (such 
as sangomas). It is accepted that a traditional healer, by virtue of being called to heal, bears 
an inherent leadership role within the communities she/he serves and lives in. These leaders 
are also working people with colleagues who may or may not respect them and, are or are 
not aware of the fact that they are healers in their community and social environment. 
Employees who do not know these healers may not know how to approach them, as the 
relationship in the workplace is different to that of informal society. Furthermore, while 
current workplace leadership is concerned with influencing others to achieve strategic 
organisational goals and objectives (Armstrong, 2009), traditional African ancestral 
spiritual leadership influences others to achieve personal goals and objectives within the 
good of all humankind. This study theorises that to be both spiritual leader/healer and 
workplace manager would advantage both the workplace and society. 
In understanding the relationship between being community healer and workplace leader 
simultaneously, the question on how these leaders who are also traditional healers relate to 
other employees and how employees around them relate to her/him in this context arises 
(Petchsawang & Duchon, 2012). Are organisations preparing employees for the diverse 
cultural and spiritual leadership that infiltrates the workplace? How can workplace 
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managers who undertake leadership roles in both the boardroom and in community 
spirituality function effectively amongst colleagues and peers of diverse religions in order 
to achieve business and personal goals? These essential questions need to be asked and 
answered for the effective management of the organisational spiritual culture and for their 
people management strategy (Bordas, 2012).  
The motivation for this study is that there is limited empirical research undertaken in South 
Africa, especially on how other employees relate to or are impacted by workplace managers who 
are also African traditional, ancestral spiritual leaders. From a governance perspective, there are 
no statutory labour standards that provide relevant guidance to organisations, especially to 
Human Resource and Line Managers on how to manage such a phenomenon. It can result in 
labour disputes due to employee-manager miscommunication, misunderstanding and conflicts 
(Nxumalo et al., 2011).  
 
1.3 Problem statement 
 
The problem statement is that there is an absence of empirical research on African traditional 
ancestral leadership as well as an effective governance framework for managing workplace 
managers who are also ancestral spiritual leaders. The lack of awareness on multicultural 
leadership may negatively impact workplace relations between such traditional healer-manager 
and other employees; thus impeding organisational and business strategy.  Normal business 
activities are impacted by how such a traditional and spiritual leader is accepted by co-workers, 
as well as how other employees respond to her/him in workplace relations (Kolodinsky, 
Giacalone & Jurkiewicz, 2008). 
 
1.4 Research questions 
The primary research questions of this study is: 
 What are the perceptions of ancestral spiritual leader-manager and their peers in the 
workplace in order to propose a governance model to manage the phenomenon of 
workplace healer-manager? 
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 What is the impact of the ancestral spiritual leader/ workplace manager on the 
relations with their peers and other employees? 
 What is the sense of understanding from an employee’s perspective, of the 
challenges they face, when becoming aware that their immediate leader is a 
traditional spiritual healer? 
 How can these challenges be managed with the aim of effectively dealing with the 
relationships between spiritual leaders-managers and employees? 
 How would a governance model would be beneficial for the integration of 
traditional spiritual healer leadership in the workplace so that employee relations 
are positively impacted? 
 
 
 
 
 
1.5 Objectives of the study 
The primary objective of this study is: 
 To explore the perceptions of ancestral spiritual leader-manager and their peers in 
the workplace in order to propose a governance model to manage the phenomenon 
of workplace healer-manager. 
The secondary objectives of the study are: 
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 To understand the impact of the ancestral spiritual leader/ workplace manager on 
the relations with their peers and other employees.  
 To gain a sense of understanding from an employee’s perspective, of the challenges 
they face, when becoming aware that their immediate leader is a traditional spiritual 
healer. 
 To explore means to manage these challenges with the aim of effectively dealing 
with the relationships between spiritual leaders-managers and employees. 
 To propose a governance model for the effective integration of traditional spiritual 
healer leadership in the workplace so that employee relations are positively 
impacted. 
1.6 Literature review 
Literature was an intense search knowledge and detail within the last 10 years. The key 
words used in the search were traditional healer, spirituality in the workplace, traditional 
leadership, ancestral leadership, workplace relations and ancestors. The search engines 
used were google scholar, google, press reader, UJ library catalogue and UJ library 
Ujoogle. A summary of current trends in the literature are presented under the following 
sub-headings: spirituality in the workplace; ancestral calling of workplace employees; and 
managing multiculturalism and workplace relations.  
1.6.1 Spirituality in the workplace 
Diversity and change is an integral part of any workplace. Individual differences exist in 
language, disability, culture, sexuality and age. Educational level, religion, functional areas 
of expertise, management styles, vocational interests, career aspirations and geographical 
variances can further differentiate diversity (Motsoaledi & Cilliers, 2012). Organisations 
can only respond effectively to diversity of religion and spirituality within its context once 
they acknowledge these variances, and are aware of how both the employees and employer 
in the organisation can benefit from it. For example, in Employee Assistance Programmes 
and wellness initiatives, spiritual meaningfulness and connectedness could promote 
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joyfulness in the workplace (Mohamed, Wisnieski, Askar & Syed, 2004; Modise & 
Landman, 2009). 
The workplace is no longer just a place of work - it has evolved into a meaningful space 
(Petchsawang & Duchon, 2012). It is now important for people to find a sense of purpose 
and meaning while contributing to the organisation’s objectives (Neil, 2012). For 
employees, it is an ideal that could enable them to achieve work–life balance and 
integration (Bezy 2011). Furthermore, spirituality in the workplace is fast becoming a 
growing dimension of the leadership life cycle (Neil, 2012). According to Rego and Pina e 
Cunha (2008), although it is a complex issue, spirituality is what determines a person’s 
understanding and interpretation of ethical behaviour. Integrating spirituality into the 
workplace refers to a transformational process of adjusting the organisational culture to 
integrate humanistic practices and policies, such as interpersonal leadership, into the 
organisation’s daily functioning mode. 
Interpersonal leadership is defined as a process in which an individual or leader applies 
influence to achieve results through their own efforts or through the joint efforts of others. 
Hence, a leader uses behaviour to influence others to achieve the mission of the 
organisation. An effective leader aims to influence herself/himself or her/his followers 
towards effective performance and delivering on productivity to meet organisational 
objectives (de Haan, Boon, Vermeiren & de Jong, 2012). Spiritual leaders have a role to 
play in the current business context, locally, nationally and globally, especially in the age 
of the fourth industrial revolution. 
In current corporate society, neither the manager, leader nor employees are expected to 
undertake the role of religious leaders. Leaders and managers mostly instead work with 
their fellow employees to unleash the delivery of results through allowing herself/himself 
and peers meaningful work and cordial relations in their work environment. In order to 
achieve high performance at all times, well rounded and well-grounded employees are 
required. In unleashing employee and manager potential, leaders and employees are 
reaching out to all dimensions of themselves, including tapping into their spiritual 
dimensions if necessary (King & DeCicco, 2009). 
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In a study conducted with senior management in an organisation, it was reported that most 
people had the desire to express their spirituality in the workplace. At the same time, they 
felt extremely hesitant to do so because of fear and doubt that they could be offending their 
peers. As a result, they felt a deep, persistent ambivalence toward the use of spirituality to 
enhance their work performance (King & DeCicco, 2009). 
1 6.2 Traditional healers and workplace employees 
Traditional healers in South Africa have been present since ancient times, however they 
have only recently been officially recognised since the 17th century, just prior to 
colonisation (Nxumalo et al., 2011). Currently there is a rich prevalence of traditional 
healers in contemporary society as well as a multitude of those who utilise their services. 
About 200 000 traditional healers exist in South Africa with 80% of the African population 
utilising traditional healer services. It is notable that traditional healers are “enshrined” 
within certain cultures and nations, often highly respected and seen to be opinion leaders 
within their community settings (Nxumalo et al., 2011; Krige, 2014). 
An increasing number of working people have been initiated as traditional healers in recent 
times (Krige, 2014). Although a workplace is traditionally known as a place of business, 
we are seeing more people who are practicing sangomas (community healers) or sangoma 
initiates in the workplace, embracing cultural and religious diversity (Steger, Dirk & Duffy, 
2012). Traditional healers who are also managers or employees in a workplace may not 
always be able to separate their role as healers from their professional context, since being 
a healer applies to all circumstances irrespective of where they are located or at what time. 
A critical factor about being ‘called’ towards traditional healing is the belief that one does 
not choose to become a healer but rather is chosen by those who previously accepted the 
calling and have passed on (deceased ancestors); hence it is unpredictable and cannot be 
planned or anticipated (Zanemvula, 2015). The role of the traditional healer is to serve a 
higher purpose, and their activities are directed towards helping others through their healing 
work (Krige, 2014). The literature indicates that the ancestral calling of workplace 
employees can actually benefit the organisation in a positive way (Fry, 2008).  
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Unfortunately, current legislation does not yet accommodate nor recognise circumstances 
of traditional healers, especially when employees have to interrupt their work when they 
are called to attend initiation training in order to qualify as traditional or ancestral healers. 
Organisational leaders and managers who become aware of and have knowledge of the 
ancestral calling rituals can better position themselves to understand and accommodate 
employees who choose this path (Fry, 2008). Such leaders would then become the key 
drivers of spiritual transition, integration and transformation within organisations.  
1.6.3  Managing multiculturalism and workplace relations  
Adopting a multicultural approach to leadership and management is significant. According 
to Bordas (2012), multicultural leadership includes incorporating many cultural 
perspectives, appreciating employee differences and valuing the unique contributions of 
diverse individual groups. Multiculturalism promotes learning from many spiritual 
orientations. As human beings, we are encouraged to maintain our cultural identity while 
we are drawn towards making connections, communicating our dreams and contributing to 
the larger societal goodness. 
Functional relationships at work are important yet challenging (Jetten, Haslam & 
Alexander, 2012). In order to build and sustain the desired state of healthy workplace 
relations, organisations have to embrace and promote an integration of diversity. This is 
not easy, as employees are different not only in characteristics but also in beliefs and 
practices. While effective leaders and managers support the need for employees to 
communicate, they also find it challenging. How people relate to each other and how a 
manager is able to influence the process of relations at work is even more critical in the 
current, modern day, globalised technology-driven workplace. Leadership is a process of 
influence that inspires change to achieve team and business results (Hoever, Van 
Knippenberg, Van Ginkel & Barkema, 2012). Often what words describe is not what is 
meant, which can complicate the process of relaying messages through oral and written 
communication. Furthermore, inevitably there will be barriers between the communicator 
and the receiver, especially if they are of diverse cultural backgrounds, religion and belief 
systems. The risk is that unless these diverse cultural barriers are managed effectively, 
workplace messages could be distorted or misunderstood (Armstrong, 2009). 
14 
 
 
The leader or manager therefore sets the tone in creating an environment in which 
employees can relate effectively within a context of diverse in-group dynamics (Modise & 
Landman, 2009). It can be a challenging task for any manager, but the focal point is for the 
team to operate functionally as a collective (Motsoaledi & Cillers, 2012). A group is unique 
in terms of its make-up, skills, ethnicity, gender, abilities, culture, religion, natural talent 
and potential, which cannot be ignored (Anderson, Krajewski, Goffin & Jackson, 2008). A 
leader must be aware of these diverse factors and utilise integrating strategies to manage 
the diversities of the group in order to achieve team effectiveness. The leader’s role in 
influencing others and inspiring change is important for this integration to be realised, while 
being cognisant of the influence of multiple cultures, beliefs and traditions (de Haan et al., 
2012). 
The work relationship a leader establishes with her/his team must consider the diversity of 
religions, beliefs and spiritualism (Hoever et al., 2012). It will include issues such as 
managing situations where an employee embarks on the ancestral calling journey while 
being part of a team. In a study conducted in the health sector amongst staff members 
ranging from General Assistant to Nurses, who were traditional healers, participants were 
asked a set of standard questions to obtain their perceptions of being a traditional healer 
while working in a hospital (Human, 2009). It was found that the respondents were 
comfortable with their dual roles and context, while those around them had generally 
accepted them and respected their status as traditional healers. Employees tended to utilise 
their services in the course of duty, due to the strength of their relations with their co-
workers within the workplace (Moagi, 2009; Nxumalo et al., 2011). However, the study 
did not explore the role of traditional healers at leadership level, which has opened up an 
opportunity for further research; hence, the exploration of this study focuses on traditional 
healers who are also workplace managers. The traditional healer-manager and their 
relations with fellow employees is the basis of this empirical research dissertation. 
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1.7 Research method 
The research method of this empirical study is presented under these sub-headings: research 
design, research approach, population and sample, data collection and research analysis.  
1.7.1 Research design 
The study is designed to explore, understand and find meaning in how workplace relations 
are impacted by ancestral leadership as a phenomenon in the workplace. A qualitative 
phenomenological approach (Kafle, 2011) with an interpretivist (Richie, Lewis, Nicholls 
& Ormston, 2013) paradigm underpins this study. The aim is  to gain insight into the 
existence of traditional healers in a leadership role in the workplace setting. Furthermore, 
with a qualitative, interpretivist paradigm, the unit of analysis (context) provides a deeper 
understanding of the perception of healer-managers and how other employees perceive 
their dual leadership role. The design found it necessary to study the phenomenon via the 
narratives of carefully selected research participants. 
1.7.2 Research approach 
The study approach is qualitative and a hermeneutic phenomenological methodology was 
adopted for this study (Richie et al., 2011; Kafle, 2011). The study seeks to find meaning 
and understanding of the individual’s dual leadership role, and the way employees perceive 
and relate to a workplace leader who is also a traditional healer (Mohamed et al., 2004). 
The emphasis in this study is on exploring the personal leadership perspectives of 
traditional leaders who are also workplace managers, and on the perceptions of peers and 
other employees who interact with these leaders/managers with the aim of proposing a 
management or governance framework for organisations to manage this phenomenon 
effectively.   
According to Goble (2014), people find meaning in the world through immediate 
experiences, histories and cultures as well as events. The purpose of hermeneutic 
phenomenological research is therefore to understand, then bring to light and reflect upon 
meaning brought by spiritual manager-employee experiences. The approach will be 
explorative, seeking to contribute to organisations with a management framework for 
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leaders and managers to provide effective and resourceful support when recognising and 
encouraging a holistic view of spirituality in the workplace.  
1.7.3 Population and sample 
The sampling strategy selected is purposive sampling in order to focus on the characteristics 
of a specific population with the intention of gaining responses to the specific research 
questions of the phenomenon under investigation (Lewis, 2015; Robinson, 2014). The 
sample size consists of six (6) participants from two (2) organisations; comprised of two 
(2) traditional healers/ managers and two (2) employees who report directly or works with 
each manager. The sample will be purposively selected across gender, age, ethnic and 
language groups. The hope and aim was for the findings of this study to allow for 
generalisations in the South African workplace and societal population. The population’s 
diversity is critical as it allows the researcher to reflect on the authenticity of participants 
and their lived experience (Goble, 2014) in an objective manner while obtaining relevant 
evidence as per the objectives of the study (Suri, 2011). 
1.7.4 Data collection 
The data for this study was gathered using semi-structured, one-on-one, in-depth interviews 
(Mathews & Ross, 2014; Irvine, Drew & Sainsbury, 2013). The procedure is to pose 
questions, understand and gain information on the impact of ancestral leadership on 
workplace relations between managers and employees. The interviews were scheduled with 
the six participants in their workplaces. All interviews were audio-recorded and transcribed 
for analysis.  
Permission, consent and ethical clearance to proceed with the data gathering was obtained 
prior to the actual interviews from the organisation and participants. The targeted 
participants were requested to provide written, signed consent to the interviews. 
Participants were assured that all data gathered will be used for research and development 
purposes only and that their identities on responses will remain anonymous. 
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1.7.5 Data analysis 
An interpretative, thematic analysis (Vandermause & Flemina, 2011; Clarke & Braun, 
2013) was conducted on the gathered data. Just as the participants seek daily 
meaningfulness in their world of work and spirituality, the researcher also strives to find 
meaning in the workplace ancestral leadership phenomenon (Hefferon & Gil-Rodriguez, 
2011; Vaismorado, Turunen & Bondas, 2013).  
Data was categorised into themes according to the questions posed by employing codes and 
creating data families (Smith & Firth, 2011). The analysis was reported as findings and an 
interpretation of the significant findings were discussed by considering whether they are 
aligned to or differ from the literature trends. 
1.8  Contribution to the study 
This study makes a valuable contribution to both theory and practice by creating awareness, 
gathering meaningful empirical evidence and proposing a management model for 
managing traditional spirituality in the workplace as detailed below. 
1.8.1 Theoretical contribution 
This research contributes by adding to the body of knowledge on workplace leaders and 
managers and employees who accept the ancestral calling and practice as traditional healers 
in their communities. By adding to the theory on ancestral spiritual leadership, this study 
hopes to create awareness around the phenomenon of employees becoming traditional 
healers while also being managers or employees in an organisation. Furthermore, 
organisations will be better prepared to effectively manage their dual role of healers and 
managers, create sensitivity around religious diversity, and improve employee-manager 
relations (Armstrong, 2011; Gilbert & Sutherland, 2013). The findings of this study provide 
a greater understanding and meaning into how workplace leaders who are also traditional 
healers engage with peers and other employees. 
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1.8.2 Practical contribution 
The study’s six practical contributions are as follows: 
 Create awareness of the dual roles of ancestral spiritual leaders who are also 
workplace managers. 
 Shed light on the relations between ancestral leaders and her/his management of 
employees. 
 The management model proposed by this study will assist organisations to better 
manage the ancestral leadership and employee relations phenomenon. 
 This research will benefit organisations by enabling them to initiate courageous 
conversations towards spiritual transformation in the workplace; preparing leaders, 
managers and employees for future, innovative, holistic leadership demands.  
 The main contribution of this study is that it offers organisations, especially human 
resource management and human resources development managers, as well as 
employees, a management process for promoting effective relations with leaders 
who are traditional healers. 
 This study’s objectives and outcomes will assist the workplace to better position 
itself in managing diversity of religions while improving productivity in the 
workplace. 
1.9 Ethical Considerations 
All participants were  treated with respect, fairness, and sensitivity throughout the study. 
The researcher ensured that no one was victimised nor harmed in the data gathering and 
report write up phases of the study (Christensen, Johnson & Turner, 2011). Upon securing 
of interviews with each selected participant, permission and clearance of access was 
granted. An informed consent form was presented to each participant prior the interview, 
to ensure that the participant’s voluntary participation was endorsed. Confidentiality was 
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sufficiently protected in that no identities of the participants are revealed. The interviews 
were audio recorded with unique identities allocated to participants. The recorded interview 
transcripts were also made available to the participant interviewees for their input, 
verification and acceptance. They were allowed to edit their narratives where applicable. 
Participants’ satisfaction with the transcript interviews and maintaining their anonymity 
was prioritised throughout the study. 
Ethical clearance was secured from the research institution and the organisations 
participating in the study. All data was captured electronically and stored safely under 
password protection. The quality of the research project, especially during the data 
gathering and analysis phases, was high and professionalism was a top priority throughout 
this study. 
1.9 Summary of chapters 
Chapter 1 presented the introduction to this research report by highlighting the salient 
points on the motivation for this study, the gap in the literature, the relevant method, the 
contribution of the study and the ethical considerations. Chapter 2 presents the recent trends 
in the literature on ancestral spiritual leadership and workplace relations. Chapter 3 presents 
the research method employed to conduct this research study. Chapter 4 presents the 
empirical findings and a discussion of the most significant findings. Chapter 5 presents the 
conclusion and recommendations by answering the research question, summarising the 
findings, highlighting the contributions of the study and making recommendations for 
further study. The references provide a list of the citations consulted for this study. 
Annexures A and B presents the interview questions posed to traditional healer/manager 
and her/his peers respectively. 
 
 
 
CHAPTER 2: LITERATURE REVIEW 
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2.1 Introduction 
Although traditional healers are known to exist amongst nations across the globe, historical 
records report that traditional healers were recognised in South Africa around the 17th 
century. Legislation prohibiting traditional healers was introduced in an effort to prohibit 
ancestral worship and traditional diviners or healers from practicing their healing skills as 
recent as in the 1970s to 1980s (Robbins & Dewar, 2011). Although the traditional healing 
practice is deep-rooted in a majority of the African cultures, rituals and tradition, it was 
largely ignored by the western nations until recently. According to national statistics by the 
World Health Organisation released in 2011 (Robinson & Zhang, 2011), traditional healing 
and healers are still prominent in all societies today, especially on the African continent. It 
is established that up to 80% of the African people in South Africa visit a traditional healer 
more than three times a year (Nxumalo et al., 2011). Despite this indication, very few 
African workplace men and women would admit that they form part of these statistics. The 
most recent trends reveal that there is a prevalence of people who primarily make use of 
traditional healers’ services before considering the western opinion. 
In support of the high statistics, statutory regulations should have been formally grounded to 
assist in providing governance systems with regard to the practice of traditional healing within 
societies. African traditional healing is interconnected to the cultural and religious beliefs, 
thereby making it holistic in its existence. Its focus is not only on healing in the physical realm 
but also extends to the spiritual, psychological and social aspects of humanity within families, 
individual and communities. Traditional healing varies in its approach as well. There are several 
studies that have been conducted to understand the phenomena of traditional healing in various 
countries including South Africa. In Sub-Saharan Africa, the ratio of traditional healers to the 
overall population is approximately 1:500 (Motsoaledi & Cilliers, 2012) while in the western 
medical environment, qualified doctors have a 1:40 000 ratio to the rest of the population. This 
illustrates a thriving market for traditional healing practices in South Africa, despite western 
medical presence in the market.   
 
The purpose of this chapter is to shed light on the phenomena of ancestral calling, traditional 
healers and ancestral spiritual impact on workplace employees. It is also to highlight the 
importance of awareness, understanding, explaining and discussing spirituality and workplace 
relations in the context of modern society and the workplace. The trends in the literature are 
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presented under these sub-headings: Spiritual leadership in the workplace, Traditional healers 
and workplace employees and managing spirituality and workplace relations. 
 
2.2 Spiritual leadership in the workplace 
The relationship between values, morality and business ethics have largely developed to include 
the dimension of spirituality. At an individual level, Kolodinsky, Giacalone and Jurkiewicz 
(2009) describes workplace spirituality as an incorporation of one’s spiritual concept and values 
in a work environment. This reflects the individual’s spiritual value system which one brings 
into their work setting. It then translates to how the individual's spirituality impacts or contributes 
to the interactions in their work environment and the outcomes thereof. This view suggests that 
workplace spirituality includes a person’s outlook and values of spirituality, and that views and 
values impact on their behaviour and contribution to their work setting (Neil, 2012). 
 
The concept of workplace spirituality has a growing interest in the world of work because of the 
changes brought by various economic challenges across emerging countries such as South 
Africa. It is apparent that as the nature and workplace setting changes, the need to reinvent the 
market increases. People are empowered through their freedom of choice in politics, economies 
and in society. This applies to the ability to determine one’s personal worth and value, deciding 
how to apply it and how one can benefit from it within the workplace and society. Therefore, a 
place of work is no longer defined by people who are simply there to complete a task; however, 
it is about incorporating oneself into a working society through a deep state of well-being, 
internally and externally (Mitroff, Denton & Alpaslan, 2009). 
 
The growing body of knowledge and evidence acquired from studies conducted around effective 
leadership reveal that the journey of workplace spirituality has become much more dominant that 
previously realised (Mitroff et al, 2001). Spiritual leadership within the workplace enforces the 
need to engage employees, followers leading to a common purpose which is to achieve positive 
employee engagement, ensure team effectiveness, organisational values and strengthen ethics 
(Motsoaledi & Cilliers, 2012). Spirituality at work is not a religion, it is a movement of action 
into being, towards creating a meaningful and purposeful work environment. Spirituality acts as 
an ideal and bonds moral values and motivation in a manner that benefits on an individual and 
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organisational level; therefore, it is important to acknowledge, create and maintain spiritual states 
of being. 
 
Ideally, a regulatory system in respect of governance in spiritual leadership would provide a 
standard approach in informing moral choices in the context of daily work practice. It would 
serve as a reference point in seeking motivation and harmony at work (Karakas, 2010). 
Organisations must therefore respond with the right tools to empower the change process and 
the spiritual leadership to influence the right attitude and climate supporting the phenomenon. 
(Modise & Landman, 2009). The workplace has become a social community in which people 
come together for a common goal, which ultimately is to achieve organisational objectives. It is 
a place where people realise that in order to reach their full potential, they need each other to 
build and achieve as a unit. Spirituality in the workplace therefore assists to break down barriers 
that alleviate the pressure on individuals to thrive on their own (Grant, O’Neil & Stephens 2004). 
In recent studies pertaining spirituality in the workplace, there has been overwhelming evidence 
that most people have the desire to express their spirituality in the workplace, however are not 
confident to express themselves in what they consider personal and yet a way of life, for fear of 
judgement and being misunderstood (Karakas, 2010). 
 
Fry (2008) suggests that as much as the studies and research around workplace spirituality 
has widened, there is still a lack in construct clarity. This indicates that in the process of 
obtaining conclusive clarity around the concept of a spiritual workplace, there is an 
opportunity to learn and gain much more knowledge and insight from within organisations. 
Spiritual leadership is significant to the change process. It provides organisations with an 
opportunity to redefine the culture in respect of higher purpose towards achieving its 
business objectives through people. The role of spiritual leadership within the day to day 
approach of employee and project management is geared towards meeting organisational 
goals and objectives. This has the potential to also challenge and explore the essence of a 
person’s meaning of life and wellness within the workplace. Spiritual leadership helps 
employees define how they identify with the role that they perform within an organisation. 
Employees now have reason to seek meaning from the work they perform. It helps them to 
focus their efforts and contribution towards living and achieving a fulfilled life between 
work and family engagements and projects. This balance is important because it enforces 
a meaningful life and encourages personal spiritual awareness (Neil, 2012). 
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Fry (2008) defines spiritual leadership as a composition of the values, attitudes and 
behaviours that are necessary to motivate one’s self and others to reignite a sense of 
spiritual existence through one’s calling and presence. This definition consists of three 
essential components. The first component involves creating a vision that gives members 
within the organisation a sense of meaning and purpose. This vision is significant in 
providing the necessary guidance and a set of clear means on how it will be achieved. The 
second component is that it is transcendental in that it challenges and perhaps calls 
employees beyond their individualism to serve a higher purpose and aim towards a higher 
self. Such vision is attractive to others due to its meaningful, purposeful and effective 
mission and values. It also benefits the organisation in that it encourages commitment 
towards the organisation. 
The third component or dimension encourages leadership to establish an organisational culture 
based on genuine care and concern for others. Managers are supported to create a sense of 
community where employees feel accepted, respected, understood and appreciated (Neil, 2012). 
Spiritual leadership in an organisational context encompasses the processes of establishing hope 
and faith. Leaders and managers must become the source of absolute belief that the vision 
articulated will happen.  Fry (2008) constructs an intrinsic motivational model of spiritual 
leadership as presented in Figure 1. This model demonstrates the use of a compelling vision 
through a leader that gives her or his followers a natural sense of making a difference through a 
meaningful life beyond the self.  
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Figure 1: Causal Model of Spiritual Leadership (Source: Adapted from Fry, 2008) 
Fry’s model suggests that the collaboration between an individual’s life purpose and that 
of his or her role in a workplace can be aligned effectively to support the overall vision 
within a workplace, at any given position in the organisation. This is a significant point in 
understanding the phenomenon of traditional healers who are contributing within the South 
African workplace, especially in leadership positions.  
2.3 Traditional healers and workplace employees 
Traditional healers exist in probably every culture on the continent. There may also be more than 
one word for izangoma (traditional healer, sangoma) in a language, if there is a distinction in the 
methods, practice or initiation. The traditional healer names, in a few of the African languages 
are as follows: iSangoma – isiZulu and Kalanga; N’anga – Shona; Igqirha – isiXhosa; Maine – 
Tshivenda; Ngaka – Setswana, Sepedi and Sesotho. Isangoma as a traditional healer, in its 
definition, is a healer; a diviner and spirit medium that has been initiated into ubungoma, the 
practice of a diviner/healer, through the process of ukuthwasa, the initiation process towards 
becoming a qualified traditional healer. Isangoma plays the role of a healer, an advisor and 
counsellor within their community. Their role furthermore is of serving as a mediator and 
intercedes between the physical and spiritual dimensions (Mapadimeng, 2007). 
In addition to the above-mentioned, there are different types of traditional healers because they 
do not all perform the same functions and do not fall under the same category in respect of the 
healing work they perform (Wretford, 2008). They each have a respective field or speciality 
within which they can diagnose and prescribe treatment; however, at the same time, their roles 
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may overlap considerably to a small or large extent. An interesting comparison of the traditional 
healer role is presented in Table 1. 
Table 1: Comparison between roles of traditional healers 
COMPARING ROLES IN TRADITIONAL HEALING 
 Sangoma Inyanga Spiritual healer 
Skills Called by spirits. Apprenticed to 
an expert. Medical skills 
acquired as an inyanga. 
Individual choice to 
become one. 
Apprenticed to an expert. 
Trances and contact with 
spirits. 
Method of 
service 
Essentially diagnostic. Throws 
and reads 
“bones”. Divination through 
trance. Contact with patient not 
required for diagnosis. History, 
symptoms and nature of 
problem not revealed by 
patients. 
Knowledge of symptoms 
and patient’s 
history necessary. 
Contact with patient 
necessary. 
Essentially diagnostic. 
Nature of 
service 
Conflict resolution. Confirms 
patient’s beliefs. 
Revelation of misfortune 
and illness. Recommends 
solution.  Provides expertise and 
leadership. 
Comprehensive, 
curative, prophylactic, 
ritualistic and 
symbolic. 
Lays on hands, prays, 
provides holy water and 
other symbols. 
Accessibility Depends on grades 
(relatively few available high 
grades, whilst lower grade is 
much more accessible). 
Freely accessible. Freely accessible. 
Source: Adapted from Krige (2014) and Bezy (2011)  
 
This table assists in providing a clear distinction of the different types of healers and therefore 
gives perspective into the South African Zulu traditional healing phenomena. This is particularly 
important in the workplace in order to understand how managers and employees are affected 
when called into honouring ancestral healing work. The difference in healers arises because of 
how each person identifies with their origins; therefore spiritual leadership differs from person 
to person depending on their belief and heritage. Spiritual beliefs make workplace relations 
dynamic and uncertain in nature. Traditional healers hold an esteemed and powerful position in 
26 
 
 
Southern African societies (Thornton, 2017). Their role is multifaceted in its nature (Wreford, 
2008).They bear many challenges to enable themselves to carry out their different roles within 
society. They play the role of an educator, priest, counsellor, psychiatrist and physician, whilst 
people visit them for various reasons, which requires ancestral healers to play multiple roles to 
the communities they serve.  There is limited empirical research on the impact of spiritual beliefs, 
especially ancestral worship and workplace. This is what supports the importance of this study 
within a workplace context (Mapadimeng, 2007). 
 
Traditional healers are frequented for various reasons ranging from physical ailments to social 
dilemmas, to major medical illnesses. Spiritual healers may not be registered practitioners, yet 
their multifaceted role goes beyond healing. In a workplace environment, these spiritual roles 
can be seen within a leadership frame. It is expected of a leader or manager or mentor to provide 
the supportive roles of counsellor, advisor, guide and social facilitator that assists with 
coordination of work related goals (Neil, 2012) Traditional healers play an important role in 
bridging the gap between modernisation and traditional channels in helping communities to 
thrive in improving health and general quality of life (Robbins & Dewar, 2011). This principle 
applies in a modern day work environment where the employee wellbeing is increasingly 
becoming essential to the success of the organisation and its performance in its market. 
Therefore, it can be noted that a leader who identifies with influencing others through their 
identity as a healer, may be more sensitive towards supporting peers in achieving a greater and 
more meaningful sense of self in their individual workspace (Fry, 2008). 
  
Traditional healers are accepted and recognised in many communities across communities, pre-
dominantly black communities in Africa, there are continuing challenges facing the practice of 
traditional healing; especially since its role continues to evolve and modernise. People who are 
called to become traditional healers and diviners are no longer within the rigid description of the 
past practices (Wrefort, 2008). Shift is occurring and is changing the face of traditional healing 
as we had known it to be in the past. The current practice, in some instances, is even done through 
different channels instead of the traditionally known face-to-face consultation.  A majority of the 
traditional healers who are initiated as healers are people with whom we all can relate to even in 
workplace environment, unlike in the past where the healers, especially ancestral spiritual healer 
would be dedicated to the practice of healing only as the main source of occupation 
(Mapadimeng, 2007). 
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Traditional healers also work in the corporate environment and are general part of the workforce. 
Traditional healers undergo training also known in African languages as ukuthwasa. Training to 
become a sangoma or ancestral leader is not a personal choice nor is it selected by aspiration 
(Krige, 2014). It is a calling bestowed upon by the ancestors upon an individual who would feel 
the need to be apprenticed to become a qualified diviner or healer. The duration of the training 
is not fixed and cannot be pre-determined on a standard level. The training process is co-
dependant on financial ability to pay for tuition fees and the trainer sangoma retains territorial 
exclusivity (Wrefort, 2008). Allegiance is paid by the trainee to the trainer. Even though the 
training period is not fixed, the average duration is 2 years and durations may take 6 weeks to 10 
years. During this time, the trainee’s spiritual healing abilities are enhanced through certain 
channels that form part of the training programme. Ancestral healer trainees are also taught basic 
bone throwing skills, managing through a trance state, and communicating with the ancestors 
(Zanemvula, 2015). Upon completion of the training process, the trainee is regarded by the 
community as having been qualified as a healer or diviner who has been through a process of 
ukuthwasa. 
 
An increasing number of working people have been initiated as traditional African healers in 
recent times (Robbins & Dewar, 2011). It is estimated that there are as many as 200 000 
traditional healers in South Africa compared to 25 000 Western-trained doctors. Approximately 
60% of the South African population consults a traditional healer usually with modern 
biomedical services. A workplace is traditionally known as a place of business, yet these are 
more people who are practicing sangomas or initiates in the African workplace. In embracing 
cultural and religious diversity, ancestral worship and ancestral spiritual leadership is being 
recognised by employees and employers (Steger et al., 2012). Traditional healers who are also 
employees in a workplace may not always be able to separate their role as healers from their 
professional context, because being a healer applies to all circumstances irrespective of the 
location or time. The significance regarding an ancestral calling is that one does not choose to 
become a healer but rather is chosen by those who previously accepted the calling and have 
passed on (deceased); hence it is unpredictable and cannot be planned or anticipated (Zanemvula, 
2015). The role of the traditional healer is to serve a higher purpose, and their activities are 
directed at helping others through the healing work (Krige, 2014). The ancestral calling of 
workplace employees can actually benefit the organisation in a positive way.  
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Unfortunately, current legislation does not yet accommodate or recognise circumstances 
when employees are called to interrupt their work for initiation in becoming healers. 
Organisational leaders and managers who become aware of and have knowledge of the 
ancestral calling rituals can better position themselves to understand and accommodate 
employees who choose this path (Fry, 2008). Such leaders would then become the key 
drivers of spiritual transition, integration and transformation within organisations.  
In extending the discussion around statutory grounds to this phenomena, the WHO ‘s 2001 
survey of the legal status of traditional and complementary alternative medicine revealed 
that of the 44 African nations surveyed, only 61% had legal statutes regarding traditional 
medicine and not all of them had legal or official policies implemented in regulating the 
practice (Wreford, 2008). However, there are increasing efforts to formally collaborate the 
traditional practitioner market with the national and perhaps global economic environment 
for a higher purpose, which is to establish a collaborative approach to ensure an improved 
overall health care system in Africa (Robbins & Dewar, 2011). 
2.4 Managing spirituality and workplace relations 
The term spirituality has gained many connotations since its inception. Even though there 
is still uncertainty in its meaning and concept, it has translated itself across religion, politics, 
leadership, workplace setting and into the broader social space in the world. It has become 
widely researched and its relationship to organisational effectiveness and leadership 
continues to also interest many researchers. The significance of understanding this concept 
therefore becomes relevant, particularly in a workplace where multi-ethnicity is a daily way 
of life in any African city and marketplace (Robbins & Dewar, 2011). 
Amongst various research studies conducted by the different researchers, Karakas, (2010) 
explored spirituality, religion, and values in the workplace which resulted in the following 
findings. Firstly there was no vast different in the respondents’ description of their 
understanding around the concept of spirituality. Secondly people did not see the need or 
even consider segmenting their lives in any way. Thirdly, in general the respondents 
seemed to have shown a clear distinction of definition or understanding between spirituality 
and religion. Fourthly people seem to have found meaningful ways to practically live out 
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their essence of spirituality in the workplace without compromising themselves and their 
immediate environment, including others surrounding them.  
Fifthly, because of the lack in people who model workplace spirituality, some people 
experience emotions of fear in referring to the concept of spirituality and soul within the 
workplace. Sixth, one of the most significant findings from the research was the incredibly 
small amount of people who practice workplace spirituality, emphasising the fear thereof. 
Finally, the research highlighted tendencies in belief system amongst various cultures. 
There are different understandings and identifies of spirituality in the African workplace. 
The western culture defines spirituality as an individual phenomenon; whilst other 
respondents did not classify spirituality in specific terms (Rego & Pina e Cunha, 2008). 
Adopting a multicultural approach to leadership and management is fitting for a modern 
day workplace. Multicultural leadership orientates incorporates many cultural perspectives. 
Multiculturalism appreciates differences and values the unique contributions of diverse 
groups. Multicultural managers promote learning, teaching and mentoring from multiple 
approaches, including faiths, beliefs and orientations. Employees are encouraged to sustain 
their cultural identity by participating in diversity celebration days and activities and 
contributing to strengthening the larger organisational society (Bordas, 2012).  
Functional relationships at work are important yet challenging (Jetten et al., 2012). The 
leader or manager therefore sets the tone in how they communicate in the workplace, in 
respect of creating a positive and relative environment within a context of diverse in-group 
dynamics (Modise & Landman, 2009). A leader must be aware of these diverse factors and 
apply effective strategies to manage diversity, in order to acknowledge the influence of 
culture, beliefs and tradition.  
There is a growing interest in spiritual value in the workplace today. The term spirituality itself 
contains broad meaning for many leaders depending on the context applied (Armstrong, 2011) 
Whilst the definitions of spirituality itself remain elusive in the literature, generally research 
around spirituality has mainly focused on individuals rather than on organisational spiritual 
research studies progressed into workplace spirituality at a basic level, the concept itself has yet 
to be clearly defined. In the individual form, workplace spirituality may be explained as an 
integration of one’s faith, personal values and belief system into the work environment, in order 
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to achieve business objectives. It can also be an incorporation of one's own spiritual ideals into 
the work setting (Kolodinsky, Giacalone & Jurkiewicz, 2008). There needs to be a relationship 
that exists between individual spirituality and a sense of wellness on an individual level as well 
as an organisational level. Organisational spirituality has proven to enable an effective working 
environment (Lewis, 2015). 
 
The match or link between organisational and individual spirituality bears positive results in 
many instances. It enhances and encourages employee fulfilment and satisfaction, as well as 
supports the feeling of work involvement amongst the employees. In further support of the 
benefits of workplace spirituality, when employees and leaders apply themselves towards 
building and growing relationships, this assists in yielding the desired outcomes for the 
organisation. The leader’s role is to guide, facilitate organisational goals into practice with peers. 
This cannot be achieved when ineffective working relationships are established. For employee 
relations to be effective, a level of meaningfulness, motivation and enrichment needs to exist. 
There needs to be appreciation of a shared-value system that can be recognised from both a 
follower and leader perspective (Kolodinsky et al., 2008). 
 
The value system indicated above is a working system in which an individual approaches their 
life in general. It is the lenses through which they view the world. In a working environment, 
these lenses or worldview is what allows the employee to reach certain milestones within their 
area of reasonability or accountability at work (Grant et al, 2004). Therefore, the collaboration 
between workplace spirituality and workplace relations is significant because it speaks to the 
individual employee and leader in their separate yet common contexts. This reflection suggests 
that for an employee who relies on the leader to provide guidance, policy formation and direction 
towards achieving specific organisational goals; there is an expectation that a leader applies a 
sense of creating an enabling environment that enhances employee well-being, thus applying and 
demonstrating workplace spirituality. The challenge is for the leader to be aware of the 
expectation. It is also a leader’s challenge to be aware of the self and understand how they impact 
followership in the organisations in which they lead.  
 
Workplaces do present with different people and spiritual dynamics.  Relationships at work are 
formed everywhere and it is important that they benefit the core business rationale. Workplace 
relations must support the organisational objectives and mandate towards its clients and 
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employees in general (Neil, 2012). The strategic leadership sets the tone that the rest of the 
organisation will likely adopt and follow, which translates into organisational culture. People 
also begin to find influence through established culture; however, the contributing factor behind 
which the individual portrays will always be drawn from their personal worldview and sense of 
spirituality, a certain value system that defines who they are. Workplace relations will often be 
defined within these parameters, which will determine its challenges and successes.  In reality, a 
leader co-exists with a group of individuals which they lead as a team and therefore would require 
common team or group spiritual culture (Fry, 2008). 
 
A group is unique in terms of its make-up, skills, ethnicity, gender, abilities, culture, 
religion, natural talent and potential, which cannot be ignored (Anderson, Krajewski, 
Goffin & Jackson, 2008). A leader must be aware of these diverse factors and utilise 
integrating strategies to manage the diversities of the group in order to achieve team 
effectiveness. The leader’s role of influencing others and inspiring change is important for 
this integration to be realised, while being cognisant of the influence of culture, beliefs and 
tradition (de Haan et al., 2012). Communication is essential in ensuring that the group achieves 
effectiveness. It often would be through the foundation of leadership that the group’s success or 
failure could be realised. Adopting a multicultural approach to leadership and management is 
therefore necessary (Bordas, 2012).  
With the challenges associated with group dynamics, leadership practices are reshaping. People 
cannot be managed and led the same way as done traditionally. There are variations including 
location, distance, team composition and generational gaps among others that impact on 
leadership practices. All these factors play a role and have an impact on the leadership style. The 
challenge is then for leadership to maintain its presence in as creative and as effective a way as 
possible (Fry, 2008). A leader could apply the aspects of his or her worldview in managing and 
leading the group as individuals and then as a group. In addition to this, being able to draw on 
the different intelligence and talent would assist to elevate the efficiency of leading the group 
through the use of a specific personal leadership approach.  
 
There is a rapid move to leading from different dimensions such as virtual teams, shared or 
distributed leadership and working remotely. These kinds of changes require different strategies 
for communicating. Communication is then done differently from the traditional methods of 
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direct face-value interaction. The introduction of technology has been rapid and changed the face 
of work in many ways (Neil, 2012). In instances of shared leadership and virtual teams, there are 
teleconferencing facilities, video conferencing, email and the internet intervention to support the 
leadership aspect within groups. Leadership is pressured to align with organisational policy and 
principle infrastructure and still lead to effectively achieve organisational goals and objectives. 
Utilising creative thinking and enhanced strategies to do so, with the willing cooperation of 
followers to support the leading actions to the modern day leader’s benefit (Bordas, 2012).  
 
There is a complexity element of typology and how people relate in respect to their thinking 
pattern. It is complex because it speaks to an individual as a person and a worldview which they 
identify the self with. This would be how they translate meaning towards their environment as a 
fundamental representation of themselves. Leaders can often be challenged when it comes to 
handling and managing this complexity. However leaders must be willing and flexible to 
acknowledge and find ways to creatively incorporate it in the leadership intelligence (Fry, 2008). 
It could also be viewed at as interpersonal leadership. It is a leadership that encompasses the 
ability of a leader to integrate emotional and social competence in the leadership stance for 
effectiveness. It is the effectiveness in engaging and upholding genuine, quality and functional 
workplace relations. A leader will then be challenged to display his or her personal philosophy 
towards leadership and what it means to them (Armstrong, 2011). 
 
The importance of interpersonal relations in the workplace cannot be over-emphasised. It forms 
the basis of communication across levels and can inform the outcomes of critical matters 
involving the key objectives. It is therefore equally important for communication in the 
organisation to flow effectively, with the lead from a manager who is open to communication 
across barriers.  The significance of connections, affiliations between people, groups and within 
organisations is highlighted. However, contrary to the notion that leaders should be in 
communication view of their followers, the world of work has changed (Fry, 2008). There is a 
rapid move to leading from different dimensions such as virtual teams, shared or distributed 
leadership and working remotely. These kinds of changes require different strategies, 
communication is then done differently from the traditional methods of direct face-value 
interaction. The introduction of technology has been rapid and changed the face of work in many 
ways (Griffith, 2013). There are teleconferencing facilities, video conferencing, email and the 
internet intervention. Leadership is pressured to align and still lead to effectively achieve 
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organisational goals and objectives, however, utilising creative thinking and enhanced strategies 
to do so, with the willing cooperation of followers to support the leading actions. As a leader, 
the ability to build strong and sustainable working relations is key in the workplace. It further is 
an opportunity for organisations to clarify roles, job functions and expectations, as a result 
creating a culture of openness, trust and transparency. 
 
The work relationship a leader establishes with her/his team must consider the diversity of 
religions, beliefs and spiritualism (Hoever et al., 2012). It will include issues such as 
managing situations where an employee embarks on the ancestral calling journey while 
being part of a team. In a study conducted in the health sector amongst staff members 
ranging from general assistant to nurses, who were traditional healers, participants were 
asked a set of standard questions to obtain their perceptions of being a traditional healer 
while working in a hospital (Human, 2009). It was found that the respondents were 
comfortable with their dual roles and context, while those around them had generally 
accepted them and respected their status as traditional healers. Employees tended to utilise 
their services in the course of duty, due to the strength of their relations with their co-
workers within the workplace (Moagi, 2009; Nxumalo et al., 2011). However, the study 
did not explore the role of traditional healers at leadership level, which has opened up an 
opportunity for further research; hence, the investigation in this study is on traditional 
healers who are also workplace managers and the relations with fellow employees. 
2.5 The spiritual dynamics 
 
The model in Figure 2 illustrates the different dimensions under which the environment and 
human niche are placed in respect of thinking and behavioural preferences. Understanding this 
assists to relate to one’s immediate environment and managing engagements with others around 
self. This is the intelligence that is fast becoming an essential for leadership to work with in order 
to yield positive and effective corporation and willingness from followers to achieve 
organisational effectiveness in respect of a healthy culture and climate for its people and goals.  
 
For a leader, this model assists to recognise that there is a difference in how people think and 
react to certain natural situations. This not only will support the leadership insight towards 
managing people, but it can assist a leader in achieving corporation to achieving desired results 
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in the organisation and within a team. There are many theories that have been researched in 
understanding human interaction within their immediate environment and how worldview 
influence behaviour, attitude and overall impact towards personal and professional leadership.  
 
 
Figure 2: The Spiral Dynamics Model (Source: Adapted from Rice & Keith, 2014). 
 
This model teaches the art of relating to the different people and understanding the different 
thinking patterns that exists. In a leadership context, this is advantageous as it benefits the 
leader’s ability to identify with others by being aware of their state of being and thinking 
principle. There are a number of theories that exists around this concept, Grave began looking 
and exploring other patterns of explaining human development and they related to other theories 
in the personal development space. According to Rice and Keith (2014) Grave’s thinking theory 
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translates to different levels of psychological existence, which often reflects the individual’s 
sense of how they make sense of the world and their existence in the world. He has tested some 
of his theories on his students at Union College in New York.  
In one experiment, he grouped students according to their levels of existence and then gave them 
various problems to solve. Students at the D-Q level [blue indicator as per the spiral dynamic] 
split up into a number of groups, each with its own leader. Grave likens this to the feudal craft 
society with elaborate hierarchies within trade guilds. E-R [orange indicator as per the spiral 
dynamic]  students had a huge argument which ended when an overall leader emerged. F-S 
[green indicator as per the spiral dynamic] students worked well with no leader at all. G-T 
[yellow indicator as per the spiral dynamic]  students would choose a leader who was well 
qualified for the task at hand. Later they would drop him for another leader better suited for the 
next task. The percentage of his students in the different categories has shifted dramatically in 
the past two decades. In 1952, Grave found 34% of his students at the D-Q level [blue indicator 
as per the spiral dynamic]  and 10% at the G-T level [yellow indicator as per the spiral dynamic]. 
Today the figures have approximately reversed an indication of the U.S. shift away from the D-
Q  level [blue indicator as per the spiral dynamic] (Rice & Keith, 2014). 
2.6 Conclusion 
The workplace has a prevalence of traditional healers. The questions that comes through 
are how traditional leaders are perceived in their roles within a working environment and 
how do they perceive themselves? More interestingly is that one cannot choose to be a 
healer, but is chosen to fulfil the role, irrespective of gender, creed, profession, age and 
other natural factors. The calling is followed by a series of demanding proceedings, which 
often will have an impact on the employee’s well-being since there would often be changes 
to prior behavioural patterns, and other lifestyle factors brought through by ancestral 
presence in one’s spirit life. 
Traditional healing and leadership on the other hand are not too far apart in respect of role 
classification. As a healer, the role is often also associated with serving others through 
healing, counselling, social engagement and generally regarded as a leader within their 
communities. In a workplace when the same person is a traditional healer and a leader, the 
role may shift and present within the spiritual leadership realm, that may influence the 
approach a leader undertake to create an environment for effective followership. The gap 
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in the literature reveals that there are limited empirical studies to understand the self-
identity of a healer-manager within the workplace environment and contexts.  
CHAPTER 3: RESEARCH METHOD 
 
3.1 Introduction 
 
Phenomenology is an approach to qualitative research that is focused on the meaning around the 
aim of the study. There are seven different approaches to phenomenology. They have been 
identified as namely; descriptive (transcendental) phenomenology, naturalistic constitutive 
phenomenology, existential phenomenology, generative historicist phenomenology, genetic 
phenomenology, hermeneutic (interpretive) phenomenology, and realistic phenomenology. 
There are two classic approaches which may also be appropriate, such as ; descriptive and 
hermeneutic (interpretive) phenomenology, they serve as support and guidance with 
psychological research types (Gray, 2013). Phenomenology is based on a theory of 
understanding participant’s lived experiences.  
 
Phenomenology is a theoretical perspective that relatively applies unstructured methods of data 
collection. Often, one of the advantages of this method is that because of its large data quality, it 
provides the platform to pick up on aspects that are not part of the original research  focus 
initially, meaning it extends to a broader range allowing one to filter through broad data range. 
It is about producing rich and lived experiences from people within their immediate and natural 
environment. It can also be done on a small size scale, however the risk is that results may be 
generalised unfairly. Phenomenological research emphasises the inductive approach to data 
analysis. It seeks to compile the participant’s interpretation, hence it is qualitatively focused 
(Gray, 2013). Hermeneutic phenomenology is concerned with understanding and being 
grounded in people’s social reality. In the process, it is critical to avoid ways in which data can 
be compromised due to stereotyping, bracketing or applying one’s views to the study. Although 
the data gathered is subjectively explored, any prejudices and biasness should be set aside or 
revealed as limitations of the research study (Vandermause & Fleming, 2011). 
 
Part of the focus of hermeneutic phenomenology is gaining the subjective experience of the 
research participants, sometimes by trying to put oneself in the place of the subject. This type of 
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interpretative research can be accomplished without influencing it in any compromising manner. 
Hence, hermeneutic phenomenology becomes a process of exploration, by means of personal 
experience prevailing cultural understandings (Smith & Firth, 2011). The value is derived from 
applying oneself to the research subject and formulating meaning through the participant 
experiences. It is a rich form of creating new understanding around situations and around what 
others have already lived. This is the uniqueness of the hermeneutic phenomenological social 
science research approach. 
 
According to a hermeneutic perspective, social reality is seen as socially constructed, rather than 
being rooted in objective fact. Hence, according to Gray (2013) hermeneutics argue that 
interpretation should be given more standing than explanation and description. Social reality is 
too complex to be understood through the process of observation above. The scientist must 
interpret in order to achieve deeper levels of knowledge and also gain self-understanding. 
 
3.2 Research design and paradigm 
The study is designed to explore, understand and find meaning on the impact of ancestral 
leadership as a phenomenon in the workplace. A qualitative phenomenological approach (Kafle, 
2011) with an interpretivist (Richie, Lewis, Nicholls & Ormston, 2013) paradigm was applied in 
this study. The primary aim was to gain insight into the management of traditional healers in a 
leadership role in the workplace setting. The secondary aim was to gain an understanding of their 
perception of themselves and how other employees perceive their dual leadership role (Creswell, 
2014). This approach was ideal in that it holds an attempt to understand the pattern of social 
reality. The interest and feedback of ordinary people and their experience are what brings 
meaning in their reality, hence phenomenology argues that we isolate our prevailing base of 
understanding of the phenomenon and make way for new meaning to emerge (Gray, 2013).  
 
The significance of the study is obtaining experience and feedback from societal perspective to 
gain key subject meaning, hence a qualitative approach rather than quantitative. The interest is 
in creating meaning and deductive knowledge set, rather than measuring impact. The motivation 
for this study is that there is limited empirical research undertaken in Africa and South Africa, 
especially on how other employees relate to or are impacted by workplace managers who play a 
dual role of traditional or ancestral leaders (Creswell, 2014).  
38 
 
 
3.3 Research approach 
The study design is qualitative in nature with a hermeneutic phenomenological approach 
(Vandermause & Flemina, 2011; Kafle, 2011). The study aimed to find meaning and 
understanding of the dual leadership role and how other employees perceive and relate to 
a workplace leader who is also a traditional healer. The emphasis in this study is on 
exploring the personal leadership perspectives of traditional leaders who are also workplace 
managers; and on the perceptions of peers and other employees who interact with these 
leaders/managers. The aim of proposing a management or governance framework for 
organisations to manage this phenomenon effectively guides this research design.   
According to Goble (2014), people find meaning in the world through immediate 
experiences, histories and cultures as well as events. The purpose of hermeneutic 
phenomenological research is therefore to understand, then bring to light and reflect upon 
meaning brought about by manager-employee spiritual experiences. The approach was 
explorative, seeking to understand  and document workplace spirituality policy, procedures 
and practices to organisations with a management framework for leaders and managers to 
provide effective and resourceful support when recognising and encouraging a holistic 
view of spirituality in the workplace (Gray, 2013). The question design was intentionally 
aimed at obtaining the narrative in understanding the phenomenon from a social 
perspective, in the workplace. 
3.4 Sample and participants 
The sampling strategy selected was purposive sampling in order to focus on the 
characteristics of a specific population with the intention of gaining responses to the 
specific research questions of the phenomenon under investigation (Lewis, 2015; 
Robinson, 2014). The sample size consists of six (6) participants from two (2) 
organisations; comprised of two (2) traditional healers/ managers and two (2) employees 
who report directly or works with each manager. The sample was purposively selected 
across gender, age, ethnic and language groups.  The research population of the study 
consists of  all workplace managers who are also spiritual healers and their direct reportees. 
It is hoped that the findings of this study allow for generalisations of the findings to the 
South African workplace and societal population. The population’s diversity is critical as 
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it allows the researcher to reflect on the authenticity of participants and their lived 
experience (Goble, 2014) in an objective manner while obtaining relevant evidence as per 
the objectives of the study (Hefferon & Gil-Rodriguez, 2011; Suri, 2011). 
The ideal significant aspect to consider when recruiting for participants to one’s study is their 
motivation to participate in the study. It is also coupled with ethical considerations in most cases 
because of the factors that impact the research process. Participants often have expectations when 
it comes to research and in some cases may only agree to participate for incentives and how they 
will benefit from the research process (Robinson, 2014). However, people also agree to 
participate in a study for different reasons, it may be to be helpful, to personally feel that they 
are part of the research and the results it will yield, to contribute to society in some significant 
way which also adds to the body of knowledge. 
 
There is often some level of common ground between the researcher doing the research and the 
participants. It may also be relevant to align the participants to support the purpose of the study, 
in ensuring that it yields the required results and that the data gathering process becomes 
productive (Smith & Firth, 2011). In a phenomenological approach, the relationship between the 
phenomena being studied and a selection of participants is significant to the aim of the study. 
With this said, the different participants’ group require different style in securing access to them 
and obtaining their motivation to partake. For studies conducted in a workplace setting, 
permission from managers or responsible persons is required, unlike attempts to access people 
in a public space where permission is not necessarily required from any specific person, other 
than the individual directly (Robinson, 2014). Therefore, channels of accessing participants will 
differ. There is advertising in billboards for a targeted group, sourcing from an email list or group 
and general social media platforms. The use and role of technology has introduced new ways 
into the way things can be done and how research process generally can be conducted. 
Ultimately, what matters most is to secure relevant participant recruitment approach which will 
ensure a successful and productive process of gathering the data required. For this study, the 
participants were telephonically contacted followed by a formal invite notification to secure 
access through an appointment.  The researcher was seeking to build a level of acceptance, trust 
and professionalism, sufficient to enable the data collection process to continue with ease and 
integrity (Robinson, 2014). Therefore maintain a personal interface was significance. Consent 
was obtained prior each interview.  
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3.5 Instrument and data collection procedure 
The data for this study was gathered using the semi-structured interview instrument 
(Mathews & Ross, 2014; Irvine et al., 2013). The procedure is to pose questions, understand 
and gain information on the impact of ancestral leadership on workplace relations between 
managers and employees. The participants were purposefully selected by making enquiries 
from colleagues on who would make the relevant population. They were each approached 
telephonically after sourcing their names and contact details from colleagues. After 
telephonic engagements and obtaining consent to participate in the study, the interview 
appointments were formalised telephonically to take place in the mid-morning time of a 
working week day at their respective place of work. A boardroom was booked for this 
purpose to enable a private and comfortable climate to share what often is not openly 
discussed. Each interview varied per individual however an average of 40 minutes was 
spent on each consecutively. The participants were purposefully selected to align and fulfil 
the personalised experience and meaning attached to the ancestral spiritual healing and 
leadership. All interviews were audio-recorded and will be kept in store for  an extended 
period of five years.  
Qualitative interviews are categorised in various ways, which includes the structured, semi-
structured and unstructured procedure. Where there is a concurrence with collecting 
observation data as well, semi-structured interviews tend to present with sole data source 
specifically aimed at answering a qualitative research question (Creswell, 2014). The type 
of questions designed is often closed yet open-ended questions emerging from the dialogue 
between the interviewer and interviewee. Where content is aimed at creating meaning the 
reason for the interviewee responses are of particular significance to an interpretivistic 
researcher (Creswell & Poth, 2017). 
The process selected to record the data is of importance. The relevant and necessary 
software onto which the data was captured for analysis and interpretation was determined. 
The data recording methods includes audiotape recording, videotaping, and note taking, 
whilst the commonly used method is through tape recording. With this it is also critical to 
consider that maintaining tape recordings can be challenging, depending on the 
environment and circumstances during the moment of use. All factors must be considered 
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including technological malfunction and disturbances. These include exposure to noise, 
battery life failure in the recorder power failure and other factors that may pose a challenge 
to the quality of the recording process. Recorded data should be taken care of closely to 
ensure data integrity and for the protection of the interviewed respondents.  
When it comes to transcribing tape recorded data, there has not been much explored around 
process of transcribing the recordings into text. There are factors which can distract the 
process of capturing the accuracy of transcribed data as there are aspects of the manner in 
which the sentence is structured, quotations, mistaken wording and phrases, therefore to 
capture that as it is may be a challenge. The task is to capture a sentence and be able to 
make meaning out of it. Qualitative interviewing is a flexible and powerful tool to capture the 
voices and the ways people make meaning of their experience. Learning to conduct semi-
structure interviews requires the following six stages: (a) selecting the type of interview; (b) 
establishing ethical guidelines, (c) crafting the interview protocol; (d) conducting and recording 
the interview; (e) crafting the interview protocol; and (f) reporting the findings (Robinson, 2014). 
Permission, consent and ethical clearance to proceed with the data gathering was obtained 
prior to the actual interviews from the organisation and participants. The targeted 
participants were requested to provide written consent to the interviews. Participants were 
assured that all data gathered will be used for research and development purposes only and 
that their identities and responses will remain anonymous. 
3.6 Data analysis 
An interpretative, thematic analysis  was conducted on the gathered data (Vandermause & 
Flemina, 2011; Clarke & Braun, 2013).  Understand the complexity and content of the uncovered 
responses over the frequency of thereof. This process entailed an interrogation and engagement 
of the data at an interpretative level, hence the transcripts were engaged at this level (Gray, 2013). 
As the participants seek daily meaningfulness in their world of work and spirituality, the 
researcher also strives to find meaning in the workplace ancestral leadership phenomenon 
(Hefferon & Gil-Rodriguez, 2011; Vaismorado, Turunen & Bondas, 2013).  
 
Thematic analysis systematically identifies, organises and offers insight in to the different 
patterns that may emerge from within the data collected; otherwise also classified as themes 
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(Gray, 2013). This method allows the researcher to solicit meaning from the lived experiences 
data collected. It is also about identifying the unique experiences or highlighting the essence and 
background of the data and experience, which becomes the focus of the analysis. Thematic 
analysis is then a way of identifying and making sense of commonalities from a chosen topic 
(Clarke & Braun, 2013). It however does not imply that commonalities by themselves are 
meaningful, the researcher would identify the importance of meaning in the outcome as part of 
the analysis and the research question that is being explored. The researcher applied manual 
coding compared to electronic coding. The researcher wanted to connect with the process of 
expressions shared in finding meaning and purpose to the study and its outcomes. The experience 
of connectedness was enriching and empowering to the delivery of the research findings.  
 
 
Data is categorised into themes according to the questions posed by employing codes and 
creating data families (Smith & Firth, 2011). The analysis is reported as the findings and 
an interpretation of the significant findings is discussed by considering whether they are 
aligned to or differ from the literature trends. Furthermore, the six-phase approach guided 
the thematic analysis process of this study. Each phase is outlined to reflect the 
development and meaning of each theme. The relevance and validity of the data gathered 
is also paramount to the analysis process, hence it is critical to understand the data 
represents and how meaning can be derived from the analysis process. The phases are 
therefore as follows in these subheadings; 
 
3.6.1 Phase 1: Familiarise oneself with the data 
This phase involves contextualising the data, introducing self to the data collected in order to 
reaching a level of understanding with the data and its context as far as possible. It will include 
looking into the actual participant’s responses received from the semi-structured interviews, 
transcripts and listening to the audio-recordings of the interview (Clarke & Braun, 2013). Part of 
this phase also includes listening, reading and referring back to notes made in order to make 
sense of the data. 
 
3.6.2 Phase 2: Generating codes 
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Once the researcher has familiarised her-himself with the data, the next phase into the process is 
to systematically cluster the data into meaning groups or classifications, to code the data. It 
follows a pattern of labelling a group or a set of data, which will later fit into a series of themes 
used to generate meaning from the collected data, in relation to the objective of the research 
(Gray, 2013). However, codes can at times also offer interpretation about the data-set other than 
just meaning and answers to the research questions. 
 
3.6.3 Phase 3: Searching for themes 
This stage in the analysis starts to take a more in-depth sense of data classification. It looks at 
the significance of data in relation to the research question or research problem and starts to 
assemble the data to find meaning within the data set (Clarke & Braun, 2013). This is an active 
process. It looks at data to turn into connecting points that produces meaning. 
 
3.6.4 Phase 4: Reviewing for themes 
This phase is a practical review stage where the developing themes are reviewed for further 
checks. It is close to a quality check step to ensure all is where it needs to be. It is an important 
step, providing an opportunity to quality assure the process of correctly and relevantly classifying 
the data-sets. It also provides the researcher space to relook at the overall data and again apply 
themselves to the data. The researcher may also refer to few of key questions, which will enable 
her/him to quality check and ensure reviewing is done appropriately. Examples of questions that 
guided this research study are as follows: 
 
i) Is this a theme? 
ii) If yes, what is its quality in relation to the research aim? 
iii) Are there boundaries to the theme, what is acceptable and not? 
iv) Is the data enough to the theme? 
v) Is the data too wide enough and of a diverse nature? 
 
The answers to these questions may provide insight and guidance to align the themes in a more 
appropriate and relevant way. It can assist to narrow the themes down and cut out irrelevant data 
to the analysis. A re-read of the actual data-set may be necessary to ensure proper consideration 
of all possible themes versus all relevant themes in the data review process (Vandermause & 
Flemina, 2011). 
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3.6.5 Phase 5: Determine and name themes 
 
Defining themes require one to be able to be specific and clear on what is unique and significant 
about the theme. Simplicity in the themes helps to easily classify and make meaning out of them 
and they tend to be more focused. A good analysis should reflect no repetition of themes, focused 
and clearer subjects, and should be specific to answering the research question or problem. 
 
3.6.6 Phase 6: Generating a report 
 
Aspects to remember in this stage is that writing and generating a report is to share a compelling 
story outcome about the data analysed. This outcome should be clear and believable, making an 
argument that responds to the research question. There should not be any repetition or over-
emphasis that could take away from the originality of what the data would have revealed. The 
other most important aspect in this phase is for the themes to flow in a logical manner, providing 
a clear sense of meaning proficient enough to create a meaningful story outcome. 
 
3.7 Ethical considerations 
 
The researcher maintained openness and conducted the process with a level of integrity and 
professionalism required to obtain all respondent’s trust and willingness to partake in the study 
(Creswell & Poth, 2017). It was important to maintain trustworthiness in the process. Part of the 
greeting was to establish openness and harmony because of the sensitivity of the process and 
space in which information needed to be shared. For the identified organisations, approval was 
granted to access the premises for the purpose of conducting the interviews where consent was 
granted as part of the selected sample. Confidentiality was assured through the data collection 
process, where data integrity and quality was also assured. The collected data was captured and 
stored safely with a protected password. The validation and verification of collected data from 
interviews was completed. The stored data will be stored safely for future purposes and reference, 
therefore will not be destroyed. 
 
3.8 Limitations  
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The study by nature of the phenomenon presents with several limitations. Generalisation may be 
limited since the focus of the study was aimed at identified ancestral traditional leaders, who are 
also managers, and their peers in the workplace. The sample size was therefore small because it 
was specific and relevant only to the healer-manager and their peers. It was important to retain a 
small sample in order to obtain relevant information related to what the research study aims to 
address, therefore changing the biographical data or participants would impact the findings. 
Furthermore, substituting the non-healer employees with participants who are cosmopolitan, 
North Africa, Western Africa, Eastern Africa and spiritual practices may yield different findings. 
 
3.9 Conclusion 
 
The choice of methodology a researcher indulges in is dependent and influenced by the 
researcher’s drive and motivation to explore the external and internal truth around the subject or 
topic. This research study opted for the hermeneutic phenomenological social science research. 
It fulfilled the need to explore and understand a particular phenomenon through the lived 
experience and through people’s multiple perspectives within their natural environment. The 
method design, procedure and analysis selected are then influenced by whether the research is 
prone towards a positivist, interpretivist, or other perspective. It is further influenced by the 
researcher’s attitude towards theory and the actual research topic or from the data itself 
(inductively). In this particular study, as an interpretivistic study, the participants’ responses are 
articulated in the formation of meaning from their lived perspective. 
 
 
 
CHAPTER 4:  FINDINGS AND DISCUSSION 
 
4.1 Introduction 
 
This chapter discusses the findings in respect of interviews that had taken place between the 
participants and the researcher. It depicts and reflects on the responses of participants in their 
own words. The structure of this chapter follows the study’s aim and objectives in order to 
provide structure to how the participant’s responses relate thematically. The questions which 
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guide the discussions focus on these topics: participant’s perception of being a traditional leader 
and manager in a workplace, workplace relations, peers and other’s perceptions of the traditional 
healer and manager in a workplace and how organisations can effectively manage ancestral 
leaders. The findings are presented under these themes: Biographical data; Theme 1: Perceptions 
of the traditional healer and manager; Theme 2: Perceptions of employees towards healer; Theme 
3: Impact of a traditional healer as manager; and Theme 4: Governance framework for healer-
managers. 
 
4.2 Biographical data  
 
South Africa has a rich culture of diversity of religions, beliefs and traditional practices. The 
practice of traditional healing is one of them. Studies have shown that at least 80% of the South 
African black population consults a traditional healer first before diverting to westernised 
medical practices, as part of their origin, values and belief (Gray, 2013). The views of participants 
in this study suggested that this may be true however it also reflects the power of choice, 
preference and influence on ideas from other societal groups. 
 
There operating standards are that of any other organisation with a vision, mission and values 
for its employees to align to. Therefore these employees were employed on the basis of their 
individualism as employees other than as traditional healers. The total number of participants 
was 6 comprising of 2 healer-managers from different organisations, and 4 peers who have 
reported to the manager-healer, with 2 respectively from different organisations as presented in 
Table 2.   
 
Table 2: Participant biographical data 
Participant Gender Job Title Ethnic 
group 
Designation Age 
group 
Participant 1 Male Manager: Operations African Traditional Healer 35 - 45 
Participant 2 Female Team Member  Coloured Employee/Non-
healer 
35 - 45 
Participant 3 Female Team Member African Employee/Non-
healer 
30 - 40 
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Participant  4 Female Operations Manager: 
Branches 
African Spiritual healer 35 – 45 
Participant 5 Female Service Agent: Branch African Employee/Non-
healer 
35 - 45 
Participant 6 Female Team Member 
Document 
Management  
African Employee/ healer 30 – 40 
  
4.3 Theme 1: Perceptions of the traditional healer and manager 
 
 The generalised perception through the respondent’s feedback is that in understanding what 
ancestral calling means one has to have experienced it from a personal perspective or at least 
have been exposed to it as some point in their lives. It is explained as a natural phenomenon 
where a person is called through the spirit, of those who are no longer alive. In the African 
context, ancestors are regarded in high esteem and perceived to precede those who are still alive 
because of the powers they possess and spirit they pass over to those who remain on earth. The 
presence of the calling is a traditional system embedded in ancient cultural beliefs and historic 
background. It carries symbolic meaning and truth in the hearts of those who are affected by the 
calling and often those around them as well. The calling can take place across generations within 
families, communities, societies and even in the workplace. The occurrence of an ancestral 
calling is however natural and unpredictable.  The challenge about this is that one does not choose 
to be called, a calling is embedded in you hence chosen by those who have walked and lived the 
path before you, the deceased.  In Nxumalo et al. (2011), one does not choose to become a 
diviner, only the one called by the ancestors can become one. In many instances, the calling 
would emanate from the family forefathers who were also called by those who lived before them.  
It is traditional and passed through generations. It is a phenomena made possible by the spirit of 
the higher force, to keep the tradition alive and to uphold the principles of the family values. 
When a belief exist that someone is called by the ancestors to initiate as a healer, it is a highly 
respected notion and said to be honoured and respected in order to preserve life and the legacy 
of those who have passed on from the life of being healers. Participant 1, stated that:  
 
I’m the luckiest person because I can see both direction, I can help the company to 
achieve their goals I can also help the people in the company to see life in a different 
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way, as the leader within the organisation, within my division, they will always look upon 
me to direct them, even if when we’ve got other colleagues, I’ll be chosen to lead them, 
even if there is a confrontation amongst our peers, I’ll be chosen or selected to help, to 
ease the tension, and that’s where I’m using my leadership skills and that’s where I’m 
using my traditional leadership.  
 
In this context, the participant honours both his role as a leader in a workplace and that of a 
traditional healer. This acceptance suggests that he understands his position in society and is able 
to contribute effectively into society at large, including the workplace. It is a reflection of the 
power that lies with one’s spiritual and ancestral presence. It further highlights the confidence 
he has in knowing who he is and the impact he has on those around him. 
 
Participant 4, as an employee reporting to an ancestral leader, stated that:  
 
I cope well. My manager has badimo (ancestors). I know for a fact, she is sometimes 
moody I understand the situation she is in…so when I see her like that I avoid her, I don’t 
ask anything about it because I know how it works.  
 
This observation suggests that in as much as the manager does not open up about their stance as 
a traditional healer, some people pay attention to the behavioural indicators and make deductions 
out of them, particularly if the individual being observed is their direct manager. It further 
suggests that there are opinions formulated around people who present with ancestral calling as 
a general perception, perhaps also challenging to understand in a workplace. The participant in 
her view suggests that when those around the manager are aware and knowledgeable about 
ancestral calling matters they are better positioned to handle and cope with the manager’s dual 
role of being a manager and traditional healer in a workplace. It opens opportunities to learn, to 
be tolerant and to seek understanding in order to maintain effective relations with others at work. 
 
Participant 3 in her own expression indicated that:  
 
I distance myself from such, I don’t believe in traditions, I’m not that person, but I respect 
whatever, if that person is a healer that’s for that person for their own reasons. 
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In this expression, the participant is expressing her reference behind the phenomenon, which 
highlights the importance of recognising that coping with ancestral leadership is also dependent 
on the frame of reference and world view of those around the ones who are called into ancestral 
work. It is also important to realise that the ancestral calling phenomenon is not dependent on 
tradition, religion or culture. The chosen one may come from a similar, a different as any specific 
background. In nature, it is multifaceted, diverse and by virtue of the calling being unpredicted 
and untimely, it is therefore unique. 
 
The role of being a traditional healer should not overwhelm that of being an employee and leader 
in a workplace.  A clear distinction is required. Once this distinction can be achieved, how one 
relates to others around them at work is impacted and perceptions are formed. Workplace 
relations are made possible when we become receptive to those around us, as well as the 
environment in which we function. It is a vital role in conducting business, leading others and 
leading self, particularly in a workplace (Nxumalo et al, 2011). For a traditional healer who is 
also a leader in a workplace, self-awareness is essential to make sure that a balance is present 
between both roles.  
 
In the process of interviewing participant 1, a manager or leader at work, who is also a traditional 
leader, an observation was made that he did not have any symbolic items that identified him as 
a traditional healer; thus placing emphasis on his identity first as an individual, an employee in 
the organisation, who is a leader by profession and career path. In his interview, participant 1 
stated that:  
 
I think firstly, I am an employee, and need to satisfy my company as an employee.  
 
This statement suggests that one may identify as a traditional healer whilst understanding their 
role and responsibility within a workplace, particularly in the organisation that employs them. It 
further may be indicative of the sense of preference one chooses in the context on environment. 
It is evident that both roles are equally important however, they each have different societal roles 
and can be defined differently in different contexts.  
 
There are different thoughts on how the traditional healer phenomenon has impacted the 
workplace, or even question if there is any impact at all. Participant 5 stated that:  
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I distance myself from ancestral issues as I don’t believe in traditions, I’m not that 
person, but I respect whatever there is to it, if that person is a healer that’s for them 
for their own reasons, I respect that and I won’t discriminate, it’s for them and it 
stays there.  
In this discussion, the pparticipant has a different worldview from that of traditional 
orientation. She was responding from a different age group and a generational gap is 
noticed. Since most traditional methods have been westernised, which she has been pre-
disposed to, rather than traditional methods in healing and practice, she chooses western 
practices. This then suggests that despite the manager’s position as a traditional healer, one 
does not prioritise one role over the other, instead they operate simultaneously to create 
harmony. This then enables the manager to project his managerial responsibilities as 
expected with indirect influence from the traditional healing power status, ultimately 
maintaining effective leadership. Participant 2 also stated that: It doesn’t have an impact. 
This response supports an understanding that a manager can present the dual role of 
traditional healing and manager without one role having any visible or tangible impact on 
the other. It is how one manages themselves, and also how one perceives themselves that 
will determine this impact as well. The workplace is a much more controlled environment 
versus the environment that of being a healer where is it not always controlled. The spiritual 
context is spontaneous however can be managed. In support of this, participant 4 stated 
that:  
You try to balance both, in honesty you need to ask that I’m going to work now, 
please go with me, please protect me, alternatively if you don’t do that it will be 
havoc in the office so you constantly need to communicate.  
This is an illustration of the phenomenon. For the participant it confirms the narrative of 
the unpredictability and non-optional aspect about the ancestral calling.  
4.4  Theme 2: Perceptions of employees towards healer 
 
Perceptions are formed through a frame of reference and world view. How an individual 
responds to her/his environment, is largely influenced by what they have grown to adapt to within 
a particular belief system and outlook. Participant 1 had a thorough and clear understanding of 
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himself.  He was very articulate in what he believed about his role as a traditional healer yet 
emphasised  the workplace leadership role, to indicate that priority lies with first being an 
employee, with an aim of fulfilling the organisational goals as expected.  
 
The manager respondent, appears to be content in his calling as a traditional healer and a manager 
all in one. He also describes a sense of pride in how they both interrelate on most occasions. It 
is this indication that expresses his perception of the calling and its impact towards his work, 
work environment and those around him, working with him. In this context, as a manager and 
leader, he utilises influence to execute the organisational strategy and bring change and results. 
Therefore, the personal leadership he has established allows and assists in him identifying how 
to let the dual roles co-exist in his professional work environment and in his personal space as 
well. He believes in himself, his strength and gifts as a traditional healer. He finds strength, joy, 
peace and confidence in them. It seems they also enable him to believe that through his gift or 
calling as a traditional healer, he makes an effective employee and leader in his workplace. The 
evidence in his view lies in the nature and extent of relations he is able to establish and share 
with his colleagues, peers and followers.  
 
Participant 1 seemed very comfortable as he responds to the question leading to his perception 
of self as a traditional healer and being a manager. It is a subject of pride for him to acknowledge 
that he is a traditional healer, stating that:  
 
 I actually looked at myself as a traditional healer, which becomes very much important 
in my life.   
 
It is an important aspect of his personal life, he finds purpose and meaning in life through his 
gifts. He considers himself gifted and blessed with a gift of healing, which he also describes as 
a gift that affords him to be where he is in life. It is through his calling that he actually found the 
work he does as a leader in his organisation. The leading role co-exists with that of a healer 
because that is what ancestral powers and spirits had guided for him. His belief in spirits is 
powerful and present because they make life possible. They bring forth the blessing of being a 
productive and successful person in whatever you choose to do, due to the calling as a primary 
spiritual gift. Therefore, understanding this phenomenon for oneself is important in order to be 
aware of the impact when accepting the ancestral healer calling or declining the call. Participant 
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4 stated: “it’s very different, you need to find out your own first and only then only then you can 
plan around it”. This statement for the participant confirm her position in her calling, her 
conviction and confidence in that one needs to know their type of call, respond to it with full 
acceptance in order to realise their path meaningfully and purposefully. 
 
There is also a belief that being a traditional healer presents with opportunities to feel and 
perceive oneself as powerful and abled across all spheres of life. The person believes that they 
can see through others and have a sense of what happens in other people’s lives, which then 
allows an advantage over others in a significant but indirect manner. The traditional healer who 
is also a manager deems herself/himself fortunate in that every aspect of  her/his life is directed 
and guided by the higher power or higher force. This belief is rooted in the nature of the calling 
and the process one undertakes before towards becoming a healer. Those around him or her 
would not ordinarily notice that the manager or colleague is a traditional healer until it is declared 
or identified by those who are often also sensitive to traditional spiritual beliefs, values and 
practices.  
 
In this study the participant indicated that he is first a healer before anything else, this emphasises 
the existence of a connected, spiritual humanity or energy, which makes all else possible. The 
belief in the spiritual plane and of higher power is of utmost importance to this study. It is for 
this reason that he believes everything he has been able to achieve are blessings made possible 
by God and his ancestors. The calling extends beyond just functioning behind closed doors. The 
ancestral work and ancestral leadership stays with him in every aspect of living. It touches many 
spheres of his life, personally and professionally, hence the importance of being aware of this 
phenomenon within the working environment. The healing power is present at all times. 
Participant 1 further states:  
 
White and black, they enjoy my company, I’ll go to each and every department, I’ll enjoy 
to be in that department, because some who knows me, when they look at me I’m thinking 
that they don’t see traditional healer, but because I’ve got that extra powers that I was 
given by my ancestors and God. The environment becomes simple for both of us when we 
liaise, when we talk, because already for them they’ve addressed whatever that’s between 
us.  
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This is indicative of the self-awareness and belief that creates an environment whereby the 
traditional healer understands the incorporation that takes place within him, with regard to 
interacting with others, achieving success, being understood or acknowledged and effective 
workplace relations. 
 
It also seems that ethnicity plays a role in expressing the extent to which the phenomenon is 
known. The participant expresses that both white and black ethnic groups, acknowledge him and 
his presence. There is a belief that the calling enables one power and advantage to interact 
effectively with others. The traditional healer-manager seems to attract positivity in the process 
of communicating with others. Participant 1 also believes that with his calling, he is able to 
redirect his energy and spirit to benefit the organisation. In his view, organisations should also 
make provision and possibilities to have people amongst employees, who are traditionally 
orientated, because he states that it is their special gifts of foreseeing into the future, that they 
can assist the organisation grow. It is a belief he has experienced for himself as a traditional 
healer in the workplace. 
 
Many of the traditional healers in modern workplaces are hidden. They do not make themselves 
seen or noticed. There are of course several reasons for this. Some keep private because the 
practice is believed to be protected and serene. The work of the ancestors and spirits is generally 
viewed as private and therefore territorial. It is for this reason that some people are not aware of 
their manager’s status being that of traditional healers in their communities.  Traditional healers 
also differ in how they present themselves. In this instance, the manager was not wearing any 
symbolic attire that visibly suggested he is a healer. Participant 4 stated that:  
 
This road has different ways, it depends which route, there’s deep ancestral routes, it’s 
got its own portions if I can put it that way and you get to know that wena [you] your 
route is on praying more than the other ones, which are more on some things, it’s very 
different, you need to find out your own first and only then only then you can plan around 
it. 
  
In this statement, the participant indicates that upon first face interaction with him, one would 
not know forthright that he is a traditional healer, other than those who would personally know 
him and already have this knowledge about him. 
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4.5 Theme 3: Impact of a traditional healer as manager  
 
The one role of being traditional healer does not seem to take precedence over that of being an 
employee and leader in the South African workplace, visa-versa.  A clear distinction seems to 
prevail between a traditional healer role and workplace manager role. Once this distinction can 
be achieved one can begin to monitor  how one relates to others around them at work how 
relations are impacted and perceptions are formed. Workplace relations are made possible when 
we become receptive to those around us, as well as the environment in which we function. It is 
a vital role in conducting business. Leading others and leading self, particularly in a workplace 
places great demand on us as managers and leaders. For a traditional healer who is also a leader 
in the workplace, self-awareness is essential to make sure that a balance is present between the 
dual roles.  
 
For participant 1, he is aware of the relationship between work and his calling as a traditional 
healer. There is a sense of pride and appreciation for his talents and abilities. The honour is also 
bestowed to the higher forces and strengths that surround us for the gifts which he believes 
blesses others through it. It is also important to him to acknowledge others and the situations 
around him because there may be an opportunity to help someone, which is what his primary 
purpose is as a healer, hence he also indicates directly that before being an employee in his 
organisation. He is a healer. In this regards, participant 1 states that:  
 
Even when we are in a meeting and I realise that it’s difficult for me to handle the 
meeting, there’s one thing that comes into my mind that God and my ancestors they will 
pave this way.   
 
One can say that through observation and dialogue from the interview, a relationship is present 
between the work, traditional healer and leadership. One needs to be aware of who they are in 
order to realise that they are actually making an impact in the role they occupy at work, 
particularly when in a leadership position. The work environment itself is also important. It has 
the potential to positively or negatively impact the level at which an individual feels comfortable 
to be open about their calling as a healer. Perceptions around the phenomenon can create 
discomfort to may as it may be misunderstood, particularly in the workplace environment. 
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Traditionally in the olden days, it was largely known amongst community elders instead of the 
younger generation, traditional healers would come from a generation of the forefathers and 
grandmothers. This factor created an environmental expectation that ancestral calling was only 
relevant to the older generation mostly, making it unusual for a young person to be seen in the 
same league, despite the fact that one cannot choose but is chosen to become a traditional healer, 
irrespective of age, gender and background. It is a chosen gift for the appointed traditional 
healers. 
 
People often feel restricted to a great extend in embracing African ancestral spirituality in 
the workplace due to restrictions resulting from the policy provisions. However, at the same 
time, much can be learned and developed through understanding the nature and power of 
ancestral leadership and ancestral spirituality. Employees express their spirituality in 
various ways that contribute to their daily work performance within the spectrum of the 
value they can add in the organisation (Robbins & Dewar, 2011). What is important is the 
alignment between how one views her/his immediate work environment and themselves as 
an employee, leader and traditional healer. However, through effective communication, the 
environment may be enabled to encourage positivity towards driving change, engaging for 
performance excellence, building and sustaining effective engagements and relationships.   
It is a process of further creating and translating meaning, which can transform, develop, 
and build positive engagements and shared understanding. Participant 4 stated that: People 
need to make the organisation understand. In African culture, having an ancestral calling 
in old days was to be protected therefore kept secret from fear of being judged. It was also 
mostly prevalent with much more senor members of society and families. These chosen 
people would also not be employed in the found economy hence there was no need for 
consideration of the workplace in relevant environment or content. In modern society, the 
workplace consists of different people with generational differences as well, which requires 
creative approach of leadership. However, the onus is also upon the employees to assist 
their managers and organisation in understanding the phenomenon of African ancestral 
calling and leadership in the workplace (Robbins & Dewar, 2011). 
The participants emphasis around how he identified with himself and his environment and 
work, is when he firmly indicates that he is first a healer and then an employee in his 
organisation, he further suggests that his healing work and ancestral calling or spirit is what 
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allows and enables him to help others in need, to help in conflict resolution, to advise others 
towards solution finding. It is important to relate these factors to leadership competencies 
because they interrelate. Therefore as a leader, he is able to use his dual role within his 
working environment in a way that contributes to the organisation’s benefits, profits, 
improved performance and objectives. Participant 3 indicated that:  
I think it depends on the person, if he wants people to know his status, but I don’t 
have a problem with that too, maybe there are a lot of people he can help who don’t 
know him that need help that he can help.  
Often people do not talk about their position as traditional healers of having a calling. There 
is still stigma around such matters, even in the workplace. It is then for a corporative 
organisation to find ways in which to elevate conversations for inclusivity when it comes 
to ancestral leaders or ancestral and traditional healers who are employed in an 
organisation.  
For instance, a manager is one who is seen as a leading person, expected to provide guidance 
and direction, which leads the team towards achieving organisational goals and objectives. It is 
during this process that those who are called as healers are then able to incorporate their 
spirituality through healing and ancestral interventions. The approach to leadership is then 
influenced by the aspirations of those in possession of the leader’s spiritual strength. In light of 
the fact that one does not choose to become a healer, but are chosen, there are not many choices 
one can make but to focus on the primary call of duty because being a traditional healer is always 
present with you irrespective of where one operates or functions from (Mapadimeng, 2017). The 
environment from which one is called to heal and intervene with an ancestral approach, is 
unpredictable and unknown; thus, for a working person, their place of work could be affected.  
 
In addition there are other guiding factors to be considered in the process of inclusivity with 
regards to issues of ancestral calling and spiritual calling in a workplace. Organisations are 
governed by processed, policies and procedures. They provide clear direction to how things are 
expected to be done in an organisation, as well as uniformity concerning expected behaviour and 
other consistency issues that may impact the organisation negatively. The role of having 
governance regulations is mainly to mitigate risk, encourage good behaviour, align 
organisational objectives to employee expectation and somewhat meet their expectation 
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managers are tasked to enable employees to drive efficiency and achieve uniformity and 
consistency in the application of guidelines within the organisation. 
 
Participant’s responses were formulated from different frames of references and worldviews. 
Individual perceptions of a manager who is also a traditional healer varied and in fact, even their 
understanding of a traditional healer in a workplace seemed distinguished. The fact that 
participant 1, who had been a manager to whom participant 2 & 3 once reported to, is also a 
traditional healer however this has not been a known fact to the respondent  until he revealed that 
to them by the manager himself. This suggests that even when someone is a traditional healer in 
the workplace, it may not be an obvious and visible fact to others. Only employees who are close 
enough to share their life at a personal level may reveal their dual paths and occupations.  
Participant 4 stated that:  
 
It all depends with how long it takes. You cannot say you’re going for so long. It’s for 
you to accept. When you start accepting and then you talk to them, tell them ke a bereka 
(I work), a ke gane go etsa thomo ya lona (I do not refuse the calling), because the 
challenge with all this is that they can complicate things mo mmerekong (at work) that 
would end up you being fired, not because you did something wrong. They can complicate 
things for you ko mmerekong (at work. Things can become complicated and it’s 
something that you cannot discuss. It’s only because you did not accept. So only if you 
accept and say now that I have accepted, be honest. Take your manager and tell your 
manager and say this is the route I’m going to take. Only if the organisation can 
understand that part but for the organisation to understand that part, it needs me for the 
organisation to understand that this is the route. 
 
It appears as though there is no real need to know if a colleague is a traditional healer or not. The 
existence of the manager being a leader in a workplace removes all other expectations. The main 
expectation amongst co-workers or followers is that when one is a leader, the focus is on the 
leadership in the workplace context. However, what we see with the co-existence of being a 
traditional healer manager is that the authentic leadership style reveals itself often to express the 
natural being of the leader with all that he is as a leading, healing individual in both workplace 
and community. The power of service for this leader lies in what he can offer his followers, the 
organisation and peers within and outside the work context.  
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It is equally important for organisations to recognise opportunities to educate and capacitate 
managers and workforce in general on how to handle situations involving those employees who 
have the ancestral calling. Participant 5 stated that:  
 
If anything would happen in the office and it’s said to be amadlozi (ancestors), I would 
not know what to do, as opposed to my colleague who might know.  
 
This may have been said resulting from the lack of understanding and realisation of the 
phenomenon that is prevalent in the workplace. Hence, this provides an organisation with a 
platform to educate and create awareness around issues impacting from African ancestral 
worship, practice and leadership. The connection between the healing, work, people and spirits 
will always exist. Relationships are very important in the space of healing and in traditional 
healing practices. These dictate that the spirit world as energy communicates through the healer. 
The essence of communication between a healer and others is generally guided by the spirits 
enforcing the calling. The spirit leads and chooses the channel of communication, it chooses 
when, how and why the connection through spiritual communication takes place between the 
one called to become a healer and those around her or him. Therefore, it can be said that relations 
are directed and guided through the spirit world and energy, as with anything that the healer does 
or says, it is through guidance. Participant 1 stated that:  
 
I think we are from different background, and as Africans we need to acknowledge that 
our culture is so diverse. Unfortunately some of our African brothers don’t recognise our 
culture because of westernisation. Yes you are correct, I think each and every 
organisation needs to acknowledge to have somebody who is traditionally orientated, 
who is a healer because that particular person can also play an important role, not 
important role in terms of the healing, but important role because of the leadership. 
Because that person can see beyond and that person the spirit can guide and lead him or 
her to a certain direction which can help the organisation. 
 
4.6   Theme 4: Governance framework for healer-manager 
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Most respondents agree to the introduction of a framework that will support organisations with 
the effective management of ancestral spiritual dynamics in the workplace. The study revealed a 
need for an intervention of this to benefit the workplace and for effective workplace relations 
(Dhiman & Marque, 2011). A generalised perception received was that if other benefits can be 
regulated in the workplace such as leave entitlements, issues related to ancestral calling may be 
accommodated to suit the organisation through policy framework. (Grant, O’Neal & Stevens, 
2004). It is from this place that one can draw inspiration, influence, courage and drive to 
effectively manage this phenomenon in the workplace.   
 
The world of work in South Africa and the world are drastically changing. The workplace as we 
knew it, is no longer just a place of work, but a place where individuals collaborate to engage 
and effectively assist the organisation to meet its business and economic objectives. In support 
of this, participant 1 reflects on the need for resources and an opportunity to acknowledge the 
phenomenon in any workplace, she reflects on this by saying: 
 
I think each and every organisation needs to acknowledge to have somebody who is 
traditionally orientated, who is a healer because that particular person can also play an 
important role, not important role in terms of the healing, but important role because of 
the leadership 
 
Employees are now in favour of business partnering. It is through their effort and interest 
invested in the organisation that this investment pays through their improved time, skills, 
knowledge and human resource as a whole. The meaningfulness and improved human 
performance is what one brings with to work. The workforce is no longer what they used to be.  
It contains personal meaning and value for people doing the actual job function (Kuanda, 2010). 
 
The individual and leader constantly desire to develop and grow. When this happens, their stance 
transits and adopts a shift in definition. The impact of personal leadership on an individual is the 
basis of how they will apply themselves into other areas within their leadership environment. 
What a person believes of themselves is how they will represent themselves into the world in all 
aspects. Their set of beliefs and principles are what informs their leadership style. On a personal 
leadership basis, a leader will most likely be influenced to lead in alignment to their personality 
preferences, traits, belief system, values and morality, which can result in effective leadership or 
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ineffective results. This is where the impact can be seen and felt by the leader’s followers, which 
become critical as it links to the overall organisational effectiveness.    
There are differences, enables and challenges within the ancestral calling phenomenon. Often 
not spoken of and not known to many. These are associated with the different forms of traditional 
healing resulting from the ancestral calling. In achieving optimal functioning once initiation has 
completed, some challenges may hinder the actual success to practice as a healer, these also have 
potential to hinder the person on a holistic level hence it is important to be informed of the 
challenges, hinders and enablers in the process.  Table 3 presents what the respondents referred 
to in their experiences as some of the challenges, hidrances and enablers.  
Table 3: Participant challenges, hindrances and enablers 
Challenges Hindrances Enablers 
Lack of proper infrastructure  Secrecy The leadership aspect involved 
Lack of knowledge about the 
phenomenon 
Unknown territory Purpose and meaning 
Dress code Ignorance Subject matter knowledge 
Lack of education  Dress code Consultation with ancestral 
leader-manager 
Limited exposure to matters  
relating to ancestral calling 
Strict and confined 
environment 
Flexibility and open 
environment receptive to 
diversity tolerance 
Stigma and stereotypes 
around issue of ancestral 
calling and traditional 
healing in the workplace 
Lack of awareness diversity, 
especially African 
traditional practices 
Awareness, education and 
standard operation procedures 
in handling issues of ancestral 
calling practices in the 
workplace 
 
The leader defines their own leadership identity and sets the tone of the culture they envisage. 
This may be achieved through the process of individual influence towards followers. However, 
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followership also contains strong elements that can assist to influence optimisation of personal 
leadership. Followers are key role players in the leadership circle. It is through them that a leader 
is able to identify his or her leadership strengths and opportunities for growth and expansion. 
This is done through feedback channels and crucial conversations amongst the team. The 
meaning and messages derived from the interactions and transactions contribute to the growth 
and development of a leader and his/her leadership. 
Therefore, the leadership maturity and organisational culture are significant in the process of 
identifying, enhancing and elevating issues aligned with leadership effectiveness in an 
organisation. For instance, leadership maturity in the process of decision-making, conflict 
resolutions and managing performance and people, to operational matters is vital and can be 
challenged negatively in an instance that a leader’s personal worldview and reality is not aligned 
to the best interest of the organisation and even self. Being able to take responsibility for the 
actions executed, being reliable, accountable and having the will to develop and strengthen your 
stance as a leader is important, however, can have detrimental results in a negative mind-set or 
worldview that could limit the leader’s effectiveness. It integrates motivation as well, a less 
motivated leader may not be able to drive high leadership effectiveness, which may affect self-
esteem, confidence as a leader and limit their potential to effectiveness compared to a high driven 
leader.  
 
Leader behaviour and actions are important elements. Many theories have been researched and 
studies to explore the impact of leader’s behaviour and actions to the effectiveness of corporation 
and good followership. This integrates maturity in leadership. In an instance that decisions made 
do not yield success, it is for the leadership to be able to find alternative solutions through the 
individuals they lead. Often they are well conversant with the internal technical environment as 
they are hands on at this level of their work. What’s important is for leaders to recognise this and 
provide the necessary guidance, support and governance as mature as possible.  
 
One’s reality is the result of his or her worldview. Therefore the formulation of self-concept can 
be attributed to one’s perception of their immediate environment whether negative or positive. 
The impact on leadership is great. In any context, how a leader perceives himself or herself to be 
may dictate an effective or ineffective outcome of their leadership approach, irrespective of their 
personal stance. Considering that a leader’s behaviour and attitude may impact how others and 
followers respond to him or her as well as impact on performance is a critical indicator. In respect 
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of authenticity, a leader also leads with a part of themselves as an individual, hence even when 
a leader is a traditional healer and a leader in a workplace, the contribution they make in the 
organisation in some way co-exists. The relationship between work and being a traditional healer 
is then relatively important and has a particular relevance. This observation is also influenced by 
how the traditional healer perceives themselves as well.  
Participant 1 realises the role he plays within society, community he comes from, his workplace 
and to those around him. He is proud of himself and the person he has become. He has embraced 
his calling and relates to it well. For him becoming and having accepted the calling to become a 
traditional healer, defines his sense of identity, in a manner that allows him to still be himself as 
an individual. This level of maturity is important to be able to manage life with the circumstances 
that surrounds the phenomenon of traditional healing. There are issues of stigma when dealing 
with traditional matters in the workplace. For instance, the participant’s colleagues were not 
aware of their manager’s status as a healer prior being informed by him. It remained silent and 
maintained for the purpose of maintaining focus only towards work. However, the workplace is 
no longer just a place of work - it has evolved into a meaningful space (Ashmos & Duchon, 
2000). It is now important for people to find a sense of purpose and meaning while contributing 
to the organisation’s objectives (Neil, 2012). 
That the integration of leadership and ancestral leadership can co-exist. A leader’s worldview 
has great influence in how they ultimately approach their leadership style. Therefore 
organisations need to create an environment that enables people to be as best and effective as 
possible, through which they are. Neil (2012) suggests and supports the notion that it is important 
for people to find a sense of purpose and meaning while contributing to the overall organisational 
goals. There is value in personal leadership and authentic leadership.  
An important observation is that despite the leader being a traditional healer and leader, their 
traditional healing does not take presence over matters of operations; however there are 
opportunities to interconnect both concepts in the workplace and as a leadership theory. 
According to Rego and Pina e Cunha (2008), tapping into spirituality dimensions may be relevant 
with the purpose of collaborating to deliver meaningful work and relations within the working 
environment. It is about creating a healthy balance between spirituality, work and individual 
identity. There needs to be a realistic approach to how organisations incorporates people into the 
operational systems in the most efficient and effective manner as possible.  
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There are other guiding factors to be considered in the process of inclusivity with regards to 
issues of ancestral calling and spiritual calling in a workplace. Organisations are governed by 
processed, policies and procedures. They provide clear direction to how things are expected to 
be done in an organisation, as well as uniformity with regards to expected behaviour and other 
consistency issues that may impact the organisation negatively. The role of having these 
governance regulations is mainly to mitigate risk, encourage good behaviour, align 
organisational objectives to employee expectation and somewhat meet their expectation, to drive 
efficiency and achieve uniformity and consistency in the application of guidelines within the 
organisation.  
The changing and emerging economies have an influence in the changes we are now starting to 
experience at work. The workplace is no longer just a space people attend for production 
purposes, it is about creating and sharing experiences that emanate from how each person defines 
their identity, how they contribute to the bigger picture using their skills, natural attributes and 
abilities. Meaning and purpose are what is now found to dominate in respect of why people 
choose to follow certain career paths. In the case of participant 1 the traditional healer and 
manager, he alludes to the fact that the job he currently was pre-chosen for him, suggesting that 
the spiritual world in its connection to the actual world, can make its presence through the chosen 
ones, irrespective of whether the chosen person may be employed or not. In comparison to the 
past where traditional healers were found to be mostly home-based community based people, 
whom would ultimately benefit the same community in which they reside.  
The level of readiness for the workforce to incorporate a culture of embracing spiritual 
differences should be measured. As much as spirituality may be defined in vast and broad 
understanding depending on the context, its relevance in the workplace has become critical 
especially in Africa and South Africa. The different belief system and understanding of how we 
contextualise issues affect the manner in which issues are dealt with. Therefore organisations 
need to be able to make the workforce aware of such issues.  
 
Being a traditional healer and manager at once is challenging. There are societal expectations to 
be managed as well as managing the context in which one leads.  Leadership constitutes a process 
of spiritual healing through counsel. Leading staff requires that one is alert of human needs, 
sometimes these needs are at a personal level where as a leader you may be challenged to also 
understand the individual to be able to provide the necessary support (Schneiders, 2005). As a 
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healer, opportunities present themselves to also engage the individual on a spiritual level. 
Spirituality in this context carries influence because it speaks to how a manager, who is also a 
healer, is able to find balance between managing the holistic person without imposing themselves 
as healers into the leadership process.  
 
The absence of regulatory structures in the workplace on managing and handling ancestral issues 
can be a challenge. Standardisation of how certain matters are handled is key. The guidance and 
management processes should be made available to accommodate a management system in 
which a framework can be developed to understand and relate to the phenomenon of ancestral 
calling and managing those with the calling in a workplace.  The presence of traditional healers 
at work should also be an opportunity to broaden insight into the reality of how the workplace is 
changing, how the nature of the workforce is changing, as well as how the different generational 
cohorts should be managed in future.  
 
Organisations have significant work to do in promoting and creating the necessary spiritual 
awareness into the world of work. Leadership is much more suited to bridge this gap, as a channel 
of influence. There are factors to be mindful of before this consideration can be planned for 
execution. Some of the aspects to consider are the readiness of the organisation to accept the 
integration, the level of leadership maturity within the organisation, the degree of diversity within 
the organisation, specifically the presence of religion and its diversity and the organisation’s 
governance structures and spiritual leadership policy framework.  Education is also one of the 
areas where impact can be made by way of creating an understanding of the spiritual leadership 
phenomenon sufficient enough to be managed in a working environment (Steger et al., 2012). 
 
A leader’s perspective of their own awareness to issues impacting their staff is important. 
Organisational worldview can also play a role. It would relay the generic view of how others 
view the phenomenon and what it means to them (Bordas, 2012). Their views could then assist 
to determine the extent and perhaps the necessity of introducing a framework to regulate and 
manage the existence of ancestral calling phenomenon in an organisation. It was apparent from 
the interviews however that organisations do not have formal policies or processes in which to 
accommodate instances of an employee who may need time off for purposes of attending to the 
ancestral call or one who has come back from the ancestral training and needs to be incorporated 
back into the workplace. The challenge is often in how these necessary workplace arrangements 
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are to be accommodated in a manner that is fair to the rest of the workforce. The argument rests 
with the organisational values of diversity and spiritual awareness in respect of their various 
spirituality and religions. 
 
It is said that spirituality in the context of the working environment is awareness of self. This is 
the level of self-awareness that allows an individual to reconcile their inner being in respect of 
values, beliefs and principles with what their jobs require of them, in order to achieve complete 
satisfaction that translates to a meaningful working environment or meaningful work (Mohamed 
et al., 2004). There are some aspects of being a traditional healer and a leader at work that fits in 
with spirituality. As a leader, part of the responsibilities and accountability is towards ensuring 
that they apply their talents, sense of purpose and drive into achieving organisational goals. 
Therefore influencing a result driven culture through meaning and passion for the job requires 
that one is always aware of the environment and context under which they lead.  
 
Employees have needs to connect to the organisation at spiritual level, to allow them to find 
meaning in the tasks they do within the workplace. The level of connection to the environment 
is significant. It is the fundamental base to determine the readiness of the organisation to receive 
new developments impacting the workplace in recent times. Organisations are lead and managed 
differently as well. The ideal workplace has shifted from the traditional approach to modernised 
and economically flexible workspaces in order to remain relevant in recent times (Karakas, 
2010). Therefore it is significant to become aware of who you are and what you aim to achieve 
with your talents and abilities as an individual first as an individual society and then as an 
employee. What is important is to be able to deliver on deliverables as expected from both society 
and organisations.  
 
The organisation has a responsibility to ensure that its workforce is educated and aware of its 
immediate environment, its challenges and how to best respond to it. Participant 6 stated that: 
 
 Expectations are to tolerate the person, so if person cannot manage themselves, it’s 
hard. When I have ancestors at work, sometimes I speak and not know that I said it, but 
the other person will know it was true. At the time you ask me I would not even remember. 
My peers know that I also have umoya (ancestral spirit). They understand, even when 
this thing comes, they find a way to help me.  
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It is particularly important for the leadership in the organisation to be cognisant of this. There 
are often very limited structures and governance procedures to mitigate instances that challenge 
the norm when it comes to dealing with the unexpected phenomenon such as those involving 
ancestral calling and traditional religious matters. It is during those times that existing policy 
framework is also challenged and demands a need for current policy review and restructuring, to 
accommodate the changing and spiritually enlightening needs. 
 
 
4.7 Conclusion 
A life of a healer-manager integrates itself into a more meaningful, purposeful and spiritual place 
in one’s life. The discussion in this chapter suggests that a workplace has now become a place in 
which organisations can achieve its objectives through corporation of multiculturalism that 
promotes meaningful and purposeful contributions. Employees are no longer solely interested in 
earning a comfortable salary however also seek value towards a higher purpose for spiritual 
fulfilment. 
 
The study uncovered the reality of living a life under the directive of an ancestral calling in the 
workplace. According to the respondents, the phenomenon of an ancestral calling is known and 
understood by many, however, still protected and not openly talked about. There is a level of 
confidence and comfort found with those employees who understand however still great 
uncertainties in those not aware of what it means. Employees with a direct report line to the 
healer-manager, seem not to be phased much with the manager’s status, instead it is embraced 
with appreciation of the diversity it brings into the organisation. 
 
Healer-managers are proud of their gift, as they relate to it. They lead fulfilled and purposeful 
lives because the calling elevates the value and meaning of life for them, personally and 
professionally. Workplace relations are therefore enhanced and empowered through their lives’ 
experiences and through the calling itself. 
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CHAPTER 5: CONCLUSION AND RECOMMENDATIONS 
 
5.1 Introduction 
 
This chapter summarises the significant findings of this study, meets the research objectives and 
highlights the recommendations for further study. The aim of the study was to explore how the 
perception of manager-healers in the workplace and how they cope with their dual roles could 
assist towards proposing a healer-manager governance model. The study also explored the 
perceptions of peers or colleagues reporting to the manager-healer in their dual role as well as 
the impact of the dual role on workplace relations.  
 
In the process of interviewing  participants, it had become clear that the phenomenon is gaining 
interest as the subject of ancestral calling grows within communities and corporate society in 
South Africa. More people are beginning to take notice of these issues. As interviewees 
responded to the interview questions posed to them, from a peer and manager-healer perspective, 
the difference in outlook, perceptions and understanding was significant. It highlighted the 
possible ignorance, lack of awareness and lack of governance imperatives on some of the societal 
issues impacting on employees, employers, organisations and communities in recent times.  
 
5.2 Answers to the research questions 
 
The concept of a traditional workplace has evolved. People no longer join a workforce for 
remuneration, employees also seek finding meaning and purpose in these jobs. In the 
cosmopolitan workplace today, multiculturalism is encouraged for inclusivity. There are 
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challenges questions to determine the readiness in integrating some of the African 
multicultural beliefs, values and practices into the current workplace Are organisations 
preparing employees for the diverse cultural and spiritual leadership that infiltrates the 
workplace? How can workplace managers who undertake leadership roles in both the 
boardroom and in community spirituality function effectively amongst colleagues and 
peers of diverse religions in order to achieve business and personal goals? These essential 
questions need to be asked and answered for effective management of organisational 
strategy (Bordas, 2012).  
The motivation for this study was that there is limited empirical research undertaken Africa 
and in South Africa, especially on how other employees relate to or are impacted by 
workplace managers who are also traditional or ancestral leaders. It can also be visa-versa, 
in respect of how they handle subordinates who are healers.  The study was conducted with 
the aim of determining perceptions of ancestral leader-manager in the workplace; 
furthermore to determine perceptions of peers towards the ancestral leader-manager in the 
workplace. 
5.3 Summary of the main findings 
 
The study found that managers who have been called to become healers do own a place in the 
workplace today. It is no longer considered taboo to have these kinds of employees in the midst 
of others at work. It has also surfaced that these employees are aware of who they are in their 
ancestral calling and honour it in respect and dignity in how they lead their lives. Being called 
by ancestors to initiate as a healer is regarded as a blessing and is highly respected. Culturally, 
being chosen is an honour which many do not question because it is believed that one is chosen 
without warning or intention. When someone is chosen, there are no options to accept or deny 
the calling. It is unpredictable and unplanned but most of all should not be declined. Declining a 
calling means all doubt is removed and only dark cloud remains that will cause chaos and 
disorder in ones live, causing many calamities. Figure 3 below provides an overview into a 
framework that may support the management of ancestral spiritual leadership in the workplace. 
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Figure 3: Governance framework to manage African Spiritual leaders in the South African 
workplace 
 
 
It is therefore vital that when one is called, the calling is accepted. In contrast to olden times, 
those who were healers in communities would be the eldest members of society, who would be 
highly respected for it as well. They were primarily focused on the healing as fulfilling their most 
sacred mission of their lives. Unlike today’s modern time where those who are called, accepts 
the call and actually practice as traditional or spiritual healers, are often people across all 
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generations, whom are still building their lives through various forms of employment across 
various professions in a workplace. 
 
 
5.4 Implications for African organisations  
 
This study makes a valuable contribution to both theory and practice by creating awareness, 
gathering meaningful empirical evidence and proposing a management process for managing 
spirituality in the workplace. The study has provided an opportunity to generate feasible 
guidelines and process flow aspect with regards to managing managers who are also healers in 
the workplace, as well as employees in general. It further highlights the significance of the impact 
it bares on workplace relations. The study outcomes are expected to contribute by adding to the 
body of knowledge on workplace leaders who accept the ancestral calling and practice as 
traditional healers. The efforts creates strengthens the need to understand the phenomenon from 
various perspectives. 
 
This research will benefit organisations by enabling them to initiate courageous 
conversations towards spiritual transformation in the workplace, preparing leaders, 
managers and employees for future, innovative, holistic leadership demands. It offers 
organisations an opportunity to be proactive in developing viable strategies to better 
support staff with regards to managing and maintaining those impacting and directly 
affected by ancestral calling and its associated aspects at work. Some of the functions that 
would benefit from the study are human resource management and human resources 
development managers, as well as line managers. This study’s objectives and outcomes 
will assist the workplace to better position itself in managing diversity of religions while 
improving productivity in the workplace. 
This study makes a valuable contribution to both theory and practice by creating awareness, 
gathering meaningful empirical evidence and proposing a management process for 
managing spirituality in the workplace. Table 4 presents the implications of the findings 
for each theme. 
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Table 4: Implications of findings per theme 
Themes Implications 
Theme 1: 
Perceptions of the 
traditional healer-
manager 
Positive healer-manager perceptions on their dual roles impacts 
positively on workplace relations. They are proud of their roles and 
how it uplifts them holistically as individuals. Participant 1 
acknowledges his calling by saying: I’m a healer, others I can see 
beyond them, so in terms of both sides, to me when you compare me 
and you, I’m the luckiest person. 
Theme 2:  
Perceptions of 
employees towards 
healer 
Positive views of the healer-manager’s direct reports on how they 
perceive their managers as healers in the workplace impact on positive 
employee relations. Participant 2 in her perception of her healer-
manager, describes him by saying: I can describe him as a leader in all 
aspects, and he is very honest and a hard worker, you can say he’s like 
a father to people. Employees made positive reference to how they 
experience him as an individual and as a healer-manager, also making 
reference to their own interpretation of what a healer means to them. 
 
Theme 3: Impact 
of traditional 
healer on manager 
A traditional healer-manager is experienced as both beneficial and 
accepted by society as normal. It is described to be supportive and an 
advantage with regards to the application of their leadership styles, 
influence and decision-making. In some instances, the healer-manager 
is not openly visible and may not tell people about their calling however 
silently, it is known. As with participant 1, who indicates this by saying: 
I think in a working situation we are not exposed and some of us we are 
actually hiding yourself, we are not talking about it for example, on my 
side I’ll only talk about it when we are engaging on certain aspects and 
I realise that you’ve got issues, then I’ll tell you what to do. 
 
Theme 4: 
Governance 
The impact of a governance framework is that it provides HR and line 
managers with a tool to support, manage and sustain a diversified 
workforce and its challenges, in an effective and collaborative manner. 
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Framework for 
healer-manager 
participant 3 indicates that: the same way when someone is sick, example 
need to go for chemo, they need to be a process. A standard approach to 
manage and support the dynamics of ancestral calling in the workplace 
and ancestral spiritual leadership should be devised with a clear 
framework to govern the circumstances impacting the workplace. 
 
 
5.5 Recommendations for further study  
 
Future studies should look into the broader aspects of the phenomenon of ancestral calling of 
employees in organisations in respect of the different types of ancestral calling. The 
interpretation of the different healers has an impact in how she/he perceives themselves in 
relation to others in their immediate environment. This has been evident from the interviews held 
with some of the participants in this study. The process and approach in initiating as a traditional 
healer is however different and this may result in employee needs and impact at varying levels 
upon completing, meaning that their organisational needs will vary as well because they would 
have been affected differently.  
 
Future research could also consider the development of an affiliation through association of 
traditional healers, structures that may assist with advocacy from a workplace perspective. These 
structures could also consider evaluating the impact, study patterns of lifecycle of a traditional 
healer from the phase they become aware of the ancestral calling up to the practice phase once 
one has also been initiated as a traditional healer. These developments could be inclusive of 
recognised training body supporting traditional healers through a recognised and aligned sector, 
which would be governed as a formal structure in support and acknowledgement of traditional 
healer managers and employees in a workplace in modern age. 
 
A further area of development and interest is the relationship between traditional healing and 
decision-making, in respect of remaining obedient to the spiritual guidance towards life choices 
informing decisions, particularly in the workplace. A governance process is necessary to manage 
the presence of the phenomenon in the workplace. A governing framework in this regard would 
ensure that organisation is better equipped to manage and sustain the system where employees 
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presenting with ancestral calling needs can be recognised and accommodated, with existing 
legislative regulations in the workplace. This suggests that there are opportunities to redefine 
how spirituality and issues around this concept can be applied in a work context, to bring meaning 
and purpose to employees and leaders in organisations. 
 
In specific instances, concerning employees with ancestral calling, being able to be who you are 
as a traditional healer and manager without feeling discriminated against, can be challenging. It 
is important for organisations to recognise this phenomenon and be able to manage and 
incorporate it into governance structures of an organisation. Integrating issues of spirituality, 
African ancestral issues and governance is imperative. It transforms an organisation into an 
inclusive governance approach. A framework governing the existence of traditional healers in a 
workplace is therefore necessary. 
 
5.6 Conclusion 
 
The study focuses into the perceptions of people in various positions in the workplace towards 
their peer and leader who is also a traditional healer. The world of work has shifted from the 
traditional to the modern, meaningful, spiritual workplace. Today, people from different origins, 
beliefs and customary practices are employed with one organisation, bringing the integration of 
a variety of different external factors into focus. Spirituality in the workplace is one such factor. 
Research studies reveal that employees no longer regard the workplace solely as a place of work, 
however rather as an opportunity to contribute towards a higher purpose through their 
meaningful work whilst driving organisational performance. 
 
The reason for the study was to solicit the views of those who have been called to become 
traditional, ancestral healers whilst also being employed. The views of those working with them 
was also solicited to determine how the ancestral leaders phenomenon is accepted and managed 
in the South African workplace, as well as to determine its impact with regards to workplace 
relations.  The message of this study is to enhance workplace standards through a developed 
model to assist with the awareness, integration and transformation of understanding with regards 
to issues of traditional healing and the African spiritual leadership context. The research 
highlighted the level of ignorance there is towards traditional healers in general, how the different 
generations perceive traditional healers, and their roles, specifically when in the same place of 
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work. A commonly established aspect is that when one is called to initiate as a healer, that calling 
needs to be answered, if not there are risks associated with non-acceptance, as much as there are 
benefits in accepting the calling. 
 
In summary, Chapter 1 introduces the reader to the research proposed plan of roll-out action, in 
respect of the research aim, highlighting the research gap in literature, research approach and the 
contribution this study will have in the body of knowledge and the workplace. The ethical 
considerations have been significant to mention through the initiation phase of research study, in 
order to ensure credibility of the study and its respondents. In chapter 2, the literature is presented 
at great length to expand on the phenomenon in respect of workplace, leadership and spirituality 
in the workplace. The ideal is to understand the content presented through literature and research 
from other sources, whilst chapter 3 explained the research method employed to conduct this 
research study.  
 
The phenomenological approach applied ensured that the study is explored to find meaning and 
understanding in the world of ancestral spiritual leadership, through other people’s perception 
and own experience. In chapter 4 the empirical findings and discussions were presented. The 
findings confirm the significance of spirituality in the workplace as a modern and necessary 
phase of a working life, in order to find meaning and purpose at work. Ancestral spiritual healer-
manager at work is a developing future and organisations ought to prepare and find models to 
apply in managing ancestral related dynamics in the workplace. of the most significant findings. 
As chapter 5 concludes, the discussion within the conclusion and recommendations is significant 
through answering the research question, summarising the findings, highlighting the 
contributions of the study and making recommendations for further study. It is clear that the 
evolution of a workplace today is not only about the meaning workers now bring into the 
environment, but also how spirituality can be applied to create meaning and purpose for being at 
work. This is what shapes the organisation and the experiences felt from a fulfilling working 
environment. 
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ANNEXURE A: INTERVIEW QUESTIONS: TRADITIONAL HEALER/ MANAGER 
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1. How do you cope with your dual role of being a traditional healer and a workplace 
manager? 
2. How do your peers and other employees perceive you in your dual role as a 
traditional healer and manager in the workplace? 
3. How does being a traditional healer impact your role as a leader/manager in your 
workplace? 
4. Explain how your dual role as a traditional healer and a leader in the organisation 
enables or hinders you to relate to your peers and employees? 
5. Describe how you would like to be managed by your organisation as an ancestral 
healer who is also a workplace manager? 
6. What criteria would you stipulate for a management framework so that 
organisations can effectively manage workplace ancestral leaders? 
7. Any further points you would like to add on the impact of traditional healers on 
improving workplace relations? 
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ANNEXURE B: INTERVIEW QUESTIONS: PEERS OF TRADITIONAL 
HEALER/ MANAGER 
 
1. How do you cope with your manager being a traditional healer and a workplace 
manager? 
2. How do your peers and other employees perceive the dual role of your manager as 
a traditional healer and manager in the workplace? 
3. How does your manager being a traditional healer impact your role as an employee 
in your organisation? 
4. Explain how the dual role of your manager as a traditional healer and a leader in the 
organisation enables or hinders you and your peers to perform effectively? 
5. Describe how you would like your organisation to manage an ancestral healer who 
is also a workplace manager? 
6. What criteria would you stipulate for a management framework so that 
organisations can effectively manage workplace ancestral leaders? 
7. Any further points you would like to add on the impact of traditional healers on 
improving workplace relations? 
 
